BRANFORD BOARD OF EDUCATION

POLICY COMMITTEE
WEDNESDAY Waish Intermediate School Cafeteria
7:30 PM 185 Damascus Read
September 13, 2023 Branford, CT 06405

[Chair: Marie Watson; Meredith Gaffney, Tim Raynor & Laura Troidle

To locate agendas and to access/view meetings please go to www.branfordschools.org

Branford Public Schools Mission and Vision Statement
Nurturing students and citizens who develop a deep commitment to learning
today and leading tomorrow is the central goal of Branford Public Schools.

AGENDA

I. Call to Order
IL. Public Comments
III.  Approve Minutes
IV.  Discussion/Action Items
A. Review 1000 Policy Series Revisions
a. 1000 Non-Discerimination (Community) P/R
B. Review 4000 Policy Series Revisions
a, 4160 Emergency Action Plan for Interscholastic and Intramural Athletic
Lvents P
b. 4300 Employee and Student Teacher Checks P
c. 4350 FMLAP
d. 4600 Non-Discrimination (Personnel) P/R
V. Adjourn

TO PARTICIPATE IN PUBLIC COMMENTS REMOTELY PLEASE CALL:
(646) 558-8656 Meeting ID: 815 6405 4671  Passcode: 812124

When participating by felephone please mute your phone when joining the meeting and
unmute your phone when you are ready to speak. This can be done by pressing *6 on your
phone’s keypad,

Rules Governing Public Comments:
e Three minutes will be allotted to each speaker. The Board may modify this limitation at

the beginning of a meeting if the number of persons wishing to speak makes it advisable
fo do so. (Board Bylaw 9325)

o Conduct intended primarily to disrupt the Board of Education meeting shall not be
permitted. Any speaker who engages in such conduct will be warned and allowed to
correct such conduct. If the speaker continues to engage in the distuptive conduct such
will be grounds for termination of the speaker's privilege to participate in public comment
and may be deemed grounds for removal from the meeting site.

° All speakers must identify themselves by name and address.




Community/Board Operation 1000 P

NON-DISCRIMINATION

It is the policy of the Branford Board of Education (the “Board”) that any form
of discrimination or harassment on the basis of race, religion, color, national origin,
ancestry, alienage, sex, sexual orientation, marital status, age, disability, pregnancy,
gender identity or expression, veteran status, status as a victim of domestic violence, or
any other basis prohibited by state or federal law (“Protected Class”) is prohibited in
the Branford Public Schools (“the District™), whether by students, Board employees,
Board members or third parties subject to the control of the Board. The Board’s
prohibition of discrimination or harassment in its educational programs or activities
expressly extends to academic, nonacademic and extracurricular activities, including
athletics, school-sponsored activities, as well as the district website.

The Board further prohibits reprisal or retaliation against any individual who
reports incidents in good faith that may be a violation of this policy, or who participates
in the investigation of such reports.

Discrimination and/or harassment against any individual on the basis of that
individual’s association with someone in a Protected Class may also be considered a form
of Protected Class discrimination and/or harassment, and is therefore prohibited by this
policy.

I Definitions:
The following definitions apply for purposes of this policy:

A. Discrimination: Discrimination in violation of this policy occurs
when an individual is denied participation in, or the benefits of, a program
or activity of the Board because of such individual’s actual or perceived
membership in a Protected Class.

B. Harassment: Harassment is a form of Protected Class
discrimination that is prohibited by law and by this policy. Harassment
constitutes unlawful discrimination when it creates a hostile environment,
which occurs when the harassment is sufficiently severe, pervasive, or
persistent so as to interfere with or limit an individual’s ability to participate
in or benefit from the services, activities, or opportunities offered by the
District.

Although not an exhaustive list, the following are examples of the types of conduct that
may be considered Protected Class harassment and can lead to a hostile environment,
and are therefore prohibited by this policy:
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objectively offensive racial, ethnic, or religious epithets (or epithets
commonly associated with any Protected Class membership);

other words or phrases considered demeaning or degrading on the basis
of Protected Class membership;

@ display of images or symbols commonly associated with discrimination
against individuals on the basis of their membership in a Protected Class;
graphic, written or electronic communications that are harmful or
humiliating based on Protected Class membership;

bigoted conduct or communications; or

physical, written, electronic or verbal threats based on Protected Class
membership.
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Harassment does not have to include intent to harm, be directed at a specific target, or
involve repeated incidents.

Sexual harassment is a form of harassment that is prohibted by law and Board policy.
For more information regarding harassment based on sex, sexual orientation, pregancy,
or gender identity or expression, contact the District’s Title IX Coordinator at:

BPS District Title IX Coordinator
Assistant Superintendent
185 Damascus Road
Branford, CT 06405
bpsiitieS@branfordschools.org
(203) 315-7816

C. “Gender identity or expression” refers to a person's gender-related identity,
appearance or behavior, whether or not that gender-related identity, appearance or
behavior is different from that traditionally associated with the person's physiology
or assigned sex at birth, which gender-related identity can be shown by providing
evidence including, but not limited to, medical history, care or treatment of the
gender-related identity, consistent and uniform assertion of the gender-related
identity or any other evidence that the gender-related identity is sincerely held, part
of a person's core identity or not being asserted for an improper purpose,

D. “Veteran” means any person honorably discharged from, released under
honorable conditions from or released with an other than honorable discharge based
on a qualifying condition from active service in, the United States Army, Navy,
Marine Corps, Coast Guard and Air Force and any reserve component thereof,
including the Connecticut National Guard. “Qualifying condition” means (A) a
diagnosis of post-traumatic stress disorder or traumatic brain injury made by an
individual licensed to provide health care services at a United States Department of
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Veterans Affairs facility, (B) an experience of military sexual trauma disclosed to an
individual licensed to provide health care services at a United States Department of
Veterans Affairs facility, or (C) a determination that sexual orientation, gender
identity or gender expression was more likely than not the primary reason for an
other than honorable discharge, as determined in accordance with Conn. Gen. Stat.
§§ 27-103(c), (d).

E. Race: the term is inclusive of ethnic traits historically associated with race,
including but not limited to, hair texture and protective hairstyles. “Protective
hairstyles” includes, but is not limited to, wigs, headwraps and hairstyles such as
individual braids, cornrows, locs, twists, Bantu knots, afros and afro puffs.

F.Domestic violence: Domestic violence means (1) a continuous threat of present
physical pain or physical injury against a family or household member, as defined
in Conn. Gen. Stat. § 46b-38a; (2) stalking, including but not limited to, stalking as
described in Conn. Gen. Stat. § 53a-181d, of such family or household member; (3)
a pattern of threatening, including but not limited to, a pattern of threatening as
described in Conn. Gen. Stat. § 53a-62, of such family or household member or a
third party that intimidates such family or household member; or (4) coercive
control of such family or household member, which is a pattern of behavior that in
purpose or effect unreasonably interferes with a person's free will and personal
liberty. “Coercive control” includes, but is not limited to, unreasonably engaging in
any of the following: (a) isolating the family or household member from friends,
relatives or other sources of support; (b) depriving the family or household member
of basic necessities; (c) controlling, regulating or monitoring the family or
household member's movements, communications, daily behavior, finances,
econoimic resouices or access to services; (d) compelling the family or household
member by force, threat or intimidation, including, but not limited to, threats based
on actual or suspected immigration status, to (i) engage in conduct from which such
family or household member has a right to abstain, or (ii) abstain from conduct that
such family or household member has a right to pursue; (e) commiiting or
threatening to commit cruelty to animals that intimidates the family or household
member; or (f) forced sex acts, or threats of a sexual nature, including, but not
limited to, threatened acts of sexual conduct, threats based on a person's sexuality
or threats to release sexual images.

I1. Reporting:

It is the policy of the Board to provide for the prompt and equitable resolution

of complaints alleging Protected Class discrimination or harassment.

Any individual who believes an individual has experienced Protected Class

discrimination or harassment or an act of retaliation or reprisal in violation of this
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policy should report such concern in writing to the building principal, or if more
appropriate, the BPS Human Resources Manager at HR@branfordschools.org in
accordance with the Board’s compiaint procedures included in the Board’s
Administrative Regulations Regarding Non-Discrimination/ Community which
accompany this policy,and are available online at t www.branfordschools.org or upon
request from the main office of any District school.

If a complaint involves allegations of discrimination or harassment based on sex,
sexual orientation, pregnancy, or gender identity or expression, such complaints will be
handled in accordance with the procedures set forth in Board Policy 4650 Sex
Discrimination and Sexual Harassment in the Workplace (Personnel) or Policy 5250
Title IX Sex Discrimination and Sexual Harassment (Students). Complaints
involvingallegations of discrimination or harassment based on disability will be
addressed in accordance with the procedures set forth in Board Policy 4625 Section
504/ADA (Personnel} or Policy 5125 Section 504/ADA (Students). In event reported
conduct allegedly violates more than one policy, the Board will coordinate any
investigation in compliance with the applicable policies.

In addition to reporting to District officials in accordance with this policy,
individuals may also file a complaint with the following agencies:

Office for Civil Rights, U.S. Department of Education (“OCR”):

Office for Civil Rights, Boston Office

U.S. Department of Education

8th Floor

5 Post Office Square

Boston, MA 02109- 3921

(617-289-0111)

http://www?2 .ed.gov/about/offices/list/ocr/docs/howto. hitml

Connecticut Commission on Human Rights and Opportunities:
Connecticut Commission on Human Rights and Opportunities

450 Columbus Blvd.

Hartford, CT 06103-1835

(860-541-3400 or Connecticut Toll Free Number 1-800-477-5737)

Equal Employment Opportunity Commission (employees only):

Equal Employment Opportunity Commission, Boston Area Office
John F. Kennedy Federal Building
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475 Government Center
Boston, MA 02203
(800-669-4000)

Anyone who has questions or concerns about this policy, and/or who may wish
to request or discuss accommodations based on religion, and/or who would like a copy
of the Board’s complaint procedures or complaint forms related to claims of
discrimination or harassment, may contact:

Branford Public Schools
185 Damascus Road
Branford, CT 06405
(203) 315-7806
HR@branfordschools.org

Anyone who has questions or concerns about the Board’s policies regarding
discrimination or harassment on the basis of gender/sex, gender identity, or sexual
orientation may contact the Board’s Title IX Coordinator:

Assistant Superintendent
Branford Public Schools

185 Damascus Road

Branford, CT 06405

(203) 315-7811
BPStitle9@branfordschools.org

Anyone who has questions or concerns about the Board’s policies regarding
discrimination or harassment on the basis of disability, and/or who may wish to request
or discuss accommodations for a disability, may contact the Board’s Section 504/ADA

Coordinator:

Director of Student Services
Department of Student Services
12 Melrose Avenue

Branford, CT 06405
504-ADA@branfordschools.org

Legal References:

Title VI of the Civil Rights Act of 1964, 42 U.S.C. § 2000d et seq.
Title VII of the Civil Rights Act of 1964, 42 U.S.C. § 2000¢ et seq.
Title IX of the Education Amendments of 1972, 20 U.S.C. § 1681 et seq.
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Age Discrimination in Employment Act, 29 U.S.C. § 621 et seq.

Americans with Disabilities Act, 42 U.S8.C. § 12101

Section 504 of the Rehabilitation Act of 1973, 29 U.S.C. § 794

Connecticut General Statutes § 1-1n, “Gender Identity or Expression”
defined

Connecticut General Statutes § 27-103

Connecticut General Statutes § 46a-51, Definitions
Connecticut General Statutes § 46a-58, Deprivation of rights
Connecticut Fair Employment Practices Act, Connecticut General
Statutes § 46a-60
Connecticut General Statutes § 46a-81a, Sexual orientation
discrimination: Definitions
Connecticut General Statutes § 46a-81c, Sexual orientation
discrimination: Employment
Connecticut General Statutes § 46b-1, Family relations matters and
domestic violence defined
Public Act No. 22-82, “An Act Concerning Online Dating Operators,
the Creation of a Grant Program to Reduce Occurrences of Online
Abuse and the Provision of Domestic Violence Training and
Protections for Victims of Domestic Violence.”

ADOPTED: 10-19-2022
REVISED:

5/4/2023
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ADMINISTRATIVE REGULATIONS REGARDING DISCRIMINATION
COMPLAINTS (COMMUNITY MEMBERS)

It is the policy of the Branford Board of Education (the “Board”) that any form of
discrimination or harassment on the basis of race,, religion, color, national origin,
ancesiry, alicnage, sex, sexual orientation, marital status, age, disability, pregnancy,
gender identity or expression, veteran status is forbidden, status as a victim of domestic
violence, or any other basis prohibited by state or federal law (“Protected Class”) is
prohibited in the Branford Public Schools (the “District”), whether by students, Board
employees, Board members or third parties subject to the control of the Board.
Students, Board employees, Board members and third parties are expected to adhere to
a standard of conduct that is respectful of the rights of all members of the school
community.

It is also the express policy of the Board to provide for the prompt and equitable
resolution of complaints alleging Protected Class discrimination or harassment.

Although not an exhaustive list, the following are examples of the types of conduct that
may be considered Protected Class harassment and can lead to a hostile environment,
and are therefore prohibited:

e objectively offensive racial, ethnic, or religious epithets (or epithets
commonly associated with any Protected Class membership);

e other words or phrases considered demeaning or degrading on the basis

of Protected Class membership;

display of images or symbols commonly associated with discrimination

against individuals on the basis of their membership in a Protected Class;

graphic, written or electronic communications that are harmful or

humiliating based on Protected Class membership;

bigoted conduct or communications; or

physical, written, electronic or verbal threats based on Protected Class

membership,
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Harassment does not have to include intent to harm, be directed at a specific target, or
involve repeated incidents.

Any individual who believes an individual has experienced Protected Class
discrimination or harassment or an act of retaliation or reprisal in violation of Board
policy should report such concern in writing to the building principal, or if more
appropriate, the BPS Human Resources Manager at HR@branfordschools.org in
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accordance with the Board’s complaint procedures included in these Administrative
Regulations Regarding Non-Discrimination (Community).

If a complaint involves allegations of discrimination or harassment based on sex, sexual
orientation, pregnancy, or gender identity or expression, such complaints will be
handled in accordance with the procedures set forth in Board Policy 4650 Sex
Discrimination and Sexual Harassment in the Workplace (Personnel) or Policy 5250
Title IX Sex Discrimination and Sexual Harassment (Students}). Complaints involving
allegations of discrimination or harassment based on disability will be addressed in
accordance with the procedures set forth in Board Policy 4625 Section 504/ADA
{Personnel) or Board Policy 5125 Section 504/ADA (Students). In the event report
condut allegedly violates more than one policy, the Board will coordinate any
investigation in compliance with the applicable policies

Preferably, complaints should be filed within thirty (30) calendar days of the alleged
occurrence. Timely reporting of complaints facilitates the investigation and resolution
of such complaints. The District will investigate such complaints promptly and
equitably, and will take corrective action when allegations are verified.

The District will not tolerate any reprisals or retaliation that occur as a result of the
good faith reporting of charges of Protected Class harassment or discrimination. Any
such reprisals or retaliation will result in disciplinary action against the retaliator, and
other corrective actions as appropriate.

The District will periodically provide staff development for District administrators and
periodically distribute this policy and the implementing administrative regulations to
employees and students in an effort to maintain an environment free of discrimination
and harassment.

Complaint Procedure

As soon as an individual feels that they, or another individual has been subjected to
Protected Class discrimination or harassment, the individual should make a written
complaint to the Superintendent, or designee,

Complaints pertaining to the Superintendent should be filed with the Board Chair,
Complaints pertaining to any Board members other than the Board Chair should be filed
with the Board Chair. Complaints pertaining to the Board Chair should be filed with the
Board Vice Chair. In all cases, the individual receiving the complaint shall will take
appropriate steps to cause the matter to be investigated in a manner consistent with the
Board’s non-discrimination policy and regulation.
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If any party to the complaint involving the Superintendent or Board member is not
satisfied with the findings and conclusions of an investigation, within (30) calendar days
of receiving the findings, such party may present the complaint and written outcome to
the Board Chair (or, if presented by the Board Chair, to the Board Vice Chair), who
will take appropriate steps, such as retaining an independent investigator different from
the investigator who investigated the complaint, to cause the matter to be reviewed in a
manner consistent with the Board’s non-discrimination policy and regulation.

The individual who is alleged to have experienced Protected Class
discrimination/harassment (the “complainant”) and any individual accused of Protected
Class discrimination/harassment (the “respondent”) (if applicable) will be provided a
copy of the Board’s policy and regulation and made aware of the individual’s rights
under this policy and regulation. In the event the Superintendent or designee receives a
complaint alleging discrimination or harassment on the basis of sex, sexual orientation,
pregnancy, or gender identity or expression, the Superintendent or designee shall
follow the procedures identified in Board Policy 4650 Sex Discrimination and Sexual
Harassment in the Workplace (Personnel) or Policy 5250 Title IX Sex Discrimination
and Sexual Harassment (Students). In the event the Superintendent or designee receives
a complaint alleging discrimination or harassment based on disability, the
Superintendent or designee shall follow the procedures identified in Board Policy 4625
Section 504/ADA (Personnel) or Policy 5125 Section 504/ADA (Students)).

The complaint should state the:

A. Name of the complainant,
B. Date of the complaint,
C. Date(s) of the alleged harassment/discrimination,
D. Name(s) of the harasser(s) or discriminatoz(s),
E. Location where such harassment/discrimination occurred,
F. Names of any witness(es) to the harassment/discrimination,
G. Detailed statement of the circumstances constituting the alleged

harassment/discrimination; and
H. Proposed remedy.

Any individual who makes an oral complaint of discrimination or harassment will be
provided a copy of this regulation and will be requested to make a written complaint
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pursuant to the above procedure. If an individual is unable to make a written

complaint, the employee receiving the oral complaint will either reduce the complaint to
writing or assist the individual with completing the written complaint form.

All complaints received by empoloyees are to be forwarded immediately to the
Superintendent or designee. Upon receipt of a complaint alleging discrimination or
harassment under this complaint procedure, the Superintendent or designee shall
promptly investigate the complaint. During the course of the investigation, the
investigator shall interview or consult with all individuals reasonably believed to have
relevant information, including the complainant, the reporter (if different from the
complainant), the alleged discriminator/harasser (“respondent”) and any witnesses to
the conduct. Complaints will be investigated promptly within the timeframes identified
below. Timeframes may be extended as needed given the complexity of the
investigation, availability of individuals with relevant information and/or other
extenuating circumstances. Confidentiality will be maintained by all persons involved
in the investigation to the extent possible, as determined by the investigator.

Upon receipt of a written complaint of discrimination or harassment, the investigator
should:

1. Offer to meet with the complainant and respondent (if applicable) within ten
(10) business days (provided that such timeframe may be reasonably extended
based on the availability of necessary witnesses and/or participants, the
complexity of the investigation, and/or other extenuating circumstances) to
discuss the nature of the complaint, discuss the availability of interim
measures, identify individuals the complainant or respondent believes has
relevant information, and obtain any relevant documents the complainant or
respondent may have;

2. Provide the complainant and respondent (if applicable) with a copy of the
Board’s non-discrimination policy and accompanying regulations;

3. Conduct an investigation that is adequate, reliable, and impartial. Investigate
the factual basis of the complaint, including, as applicable, conducting
interviews with the parties to the complaint and any relevant witnesses or
other individuals deemed relevant to the complaint;

4. Review any records, notes, statements, or other documents relevant to the
complaint;

5. Maintain confidentiality to the extent practicable throughout the investigative
process, in accordance with state and federal law;
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6. Compiete a final investigation report that includes: (i) a findings of fact based
on the evidence gathered; (ii) for each allegation, the conclusion(s) and
reasoning(s) as to whether the discrimination or harassment occurred; and (iii)
for any individual(s) found to have engaged in discrimination or harassment, a
broad statement of consequences imposed (to the extent permitted by state and
federal confidentiality requirements) (i.e. “Consequences were imposed.,”),

7.  Communicate the outcome of the investigation in writing to the complainant
and respondent (if any) (to the extent permitted by state and federal
confidentiality requirements), within thirty (30) business days (provided that
such timeframe may be reasonably extended based on the availability of
necessary witnesses and/or participants, the complexity of the investigation,
and/or other extenuating circumstances) from the date the complaint was
received by the Superintendent’s office. The complainant and respondent (if
any) shall be notified of any extension of the investigation timeline. The
written notice shall include a finding whether the complaint was substantiated
and if so, shall identify, to the extent possible, how the District will remedy
the discrimination or harassment, adhering to the requirements of state and
federal law;

8.  If a complaint is made during summer recess, the complaint will be reviewed
and addressed as quickly as possible given the availability of employees
and/or other individuals who may have information relevant to the complaint.
If fixed timeframes cannot be met, the complainant and respondent (if any)
will receive notice and interim measures may be implemented as necessary
(see sub-paragraph 6);

9.  Whenever allegations are verified, ensure that appropriate corrective action is
taken (including, but not limited to, disciplinary action) aimed at preventing
the recurrence of the discrimination or harassment. Corrective action should
include steps to avoid continuing discrimination or harassment;

10. If a complainant or respondent is not satisfied with the findings and
conclusions of the investigation, such party may present the complaint and
written outcome to the Superintendent within thirty (30) calendar days of
receiving the findings. Upon review of a written request from the party
requesting an appeal, the Superintendent shall review the investigative results
of the investigator and determine if further action and/or investigation is
warranted. Such action may include consultation with a designated
investigator (if applicable), complainant, and respondent (if any) and meeting
with appropriate individuals to attempt to resolve the complaint, or a decision
affirming or overruling a designated investigator's conclusions or findings (if
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applicable), The Superintendent shall provide written notice to the
complainant and respondent (if any) of the proposed actions within thirty (30)
business days {provided that such timeframe may be reasonably extended
based on the availability of necessary witnesses and/or participants, the
complexity of the investigation, and/or other extenuating circumstances)
following the receipt of the written request for review,

If the District makes a finding of discrimination, harassment or retaliation, the District
will take appropriate remedial action designed to eliminate the discriminatory/harassing
conduct, prevent its recurrence, and address its effects on the complainant and any
other affected individuals. Examples of appropriate action may include:

(a) Interventions for the individual who engaged in the
discrimination/harassment, such as parent/guardian or supervisor
notification, discipline, counseling, or training.

{b) Interventions for the complainant, such as counseling, academic support, and
information on how to report further incidents of discrimination.

(c) Separating the complainant and the individual who engaged in the
discrimination/harassment, provided the separation does not penalize the
complainant.

(d) Follow-up inquiries with the complainant and witnesses to ensure that the
discriminatory/harassing conduct has stopped and that they have not
experienced any retaliation.

(e) Training or other interventions for the larger school community to ensure
that students, staff, and parents understand the types of behavior that
constitute discrimination/harassment, that the District does not tolerate it,
and how to report it.

A complainant alleging discrimination or harassment may file a formal complaint with
the Boston Office, Office for Civil Rights, U.S. Department of Education, 8" Floor, 5
Post Office Square, Boston, MA 02109-3921 (TELEPHONE NUMBER: 617-289-
0111).

A complainant may also file a complaint with the Connecticut Commission on Human
Rights and Opportunities, 450 Columbus Blvd., Hartford, CT 06103-1835
(TELEPHONE NUMBER: 860-541-3400).

An employee alleging discrimination or harassment related to their employment may
also file a complaint with the Equal Employment Opportunity Commission, Boston
Area Office, John F. Kennedy Federal Building, 475 Government Center, Boston, MA
02203 (TELEPHONE NUMBER: 800-669-4000).

Anyone who has questions or concerns about this policy, and/or who may wish to
request or discuss accommodations based on religion, and/or who would like a copy of
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the Board’s complaint procedures or complaint forms related to claims of discrimination
or harassment, may contact:

Branford Public Schools
185 Damascus Road
Branford, CT 06405
(203) 315-7806
HR@branfordschools.org

Anyone who has questions or concerns about the Board’s policies regarding
discrimination or harassment on the basis of gender/sex, gender identity, or sexual
orientation may contact the Board’s Title IX Coordinator:

Assistant Superintendent
Branford Public Schools

185 Damascus Road

Branford, CT 06405

(203) 315-7811
BPStiile9@branfordschools.org

Anyone who has questions or concerns about the Board’s policies regarding
discrimination or harassment on the basis of disability, and/or who may wish to request

or discuss accommodations for a disability, may contact the Board’s Section 504/ADA
Coordinator:

Director of Student Services
Department of Student Sexvices
12 Melrose Avenue

Branford, CT 06405
504-ADA@branfordschools.org

Adopted: October 19, 2022
Revised:
5/4/2023
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DISCRIMINATION/HARASSMENT COMPLAINT FORM
(For complaints based on race, color, religion, age, sex, sexual orientation, mavrital
status, national origin, alienage, ancestry, disability, pregnancy, gender identity or
expression, veteran status, or status as a victim of domestic violence)

Name of the complainant

Date of the complaint

Date of the alleged discrimination/harassment

Name or names of the discriminator(s) or harasser(s)

Location where such discrimination/harassment occurred

Name(s) of any witness(es) to the discrimination/harassment

Detailed statement of the circumstances constituting the alleged discrimination or
harassment
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214 -



Proposed remedy:
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NON-DISCRIMINATION

It is the policy of the Branford Board of Education (the “Board”) that any form
of discrimination or harassment on the basis of race, religion, color, national origin,
ancestry, alienage, sex, sexual orientation, marital status, age, disability, pregnancy,
gender identity or expression, veteran status, or any other basis prohibited by state or
federal law is prohibited, whether by students, Board employees or third parties subject
to the control of the Board. The Board’s prohibition of discrimination or harassment in
its educational programs or activities expressly extends to academic, nonacademic and
extracurricular activities, including athletics, as well as the district website. It is also
the policy of the Board of Education to provide for the prompt and equitable resolution
of complaints alleging any discrimination or harassment on the basis of protected
characteristics such as race, color, religion, age, sex, sexual orientation, marital status,
national origin, ancestry, alienage, disability, pregnancy, gender identity or expression,
or veteran status.

For the purposes of this policy, “gender identity or expression” means a
person's gender-related identity, appearance or behavior, whether or not that gender-
related identity, appearance or behavior is different from that traditionally associated
with the person's physiology or assigned sex at birth, which gender-related identity can
be shown by providing evidence including, but not limited to, medical history, care or
treatment of the gender-related identity, consistent and uniform assertion of the gender-
related identity or any other evidence that the gender-related identity is sincerely held,
part of a person's core identity or not being asserted for an improper purpose.

For the purposes of this policy, “veteran” means any person honorably
discharged from, released under honorable conditions from or released with an other
than honorable discharge based on a qualifying condition from active service in, the
United States Army, Navy, Marine Corps, Coast Guard and Air Force and any reserve
component thereof, including the Connecticut National Guard. “Qualifying condition”
means (A) a diagnosis of post-traumatic stress disorder or traumatic brain injury made
by an individual licensed to provide health care services at a United States Department
of Veterans Affairs facility, (B) an experience of military sexual trauma disclosed to an
individual licensed to provide health care services at a United States Department of
Veterans Affairs facility, or (C) a determination that sexual orientation, gender identity
or gender expression was more likely than not the primary reason for an other than
honorable discharge, as determined in accordance with Conn, Gen. Stat. §§ 27-103(c),

().

For the purposes of this policy, “race” is inclusive of ethnic traits historically
associated with race, including but not limited to, hair texture and protective hairstyles.
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“Protective hairstyles” includes, but is not limited to, wigs, headwraps and hairstyles
such as individual braids, cornrows, locs, twists, Bantu knots, afros and afro puffs.

Any individual wishing to file a complaint regarding discrimination or
harassment may obtain a copy of the building principal, or if more appropriate, the BPS
Human Resources Manager at HR@branfordschools.org in accordance with the Board’s
complaint procedures and complaint form that are included in the Board’s
Administrative Regulations Regarding Non-Discrimination. These regulations
accompany Board Policy 1000 Non-Discrimination {Communify} and are available
online at the address below www.branfordschools.org or upon request from the main
office of any district school.

If a complaint involves allegations of discrimination or harassment based on
reasons such as gender/sex, gender identity, sexual orientation, disability, or
pregnancy, such complaints will be handled in accordance with other appropriate
policies (e.g. Policy 4650 Sex Discrimination and Sexual Harassment in the Workplace
(Personnel), Policy 5250 Title IX Sex Discrimination and Sexual Harassment
(Students), Policy 4625 Section 504/ADA (Personnel}, Policy 5125 Section 504/ADA
(Students)).

Anyone who has questions or concerns about this policy, and/or who may wish to
request or discuss accommodations based on religion and/or the Board’s policies
regarding discrimination or harassment on the basis of gender/sex, gender identity,
sexual orientation, disability, and/or who may wish to request or discuss
accommodations for a disability, or who may wish to request or discuss
accommodations for a disability, or would like a copy of the Board’s complaint
procedures or complaint forms related to claims of discrimination, may contact:

Human Resources Manager
Branford Public Schools
185 Damascus Road
Branford, CT 06405

(203) 315-7806
HR@branfordschools.org

Individuals also may file a complaint with the Office for Civil Rights, U.S. Department
of Education (“OCR”):

Office for Civil Rights, Boston Office
U.S. Department of Education

8th Floor

5 Post Office Square

Boston, MA 02109- 3921
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(617-289-0111)
http://www?2.ed.gov/about/offices/list/ocr/docs/howto. html

Employees may also file a complaint regarding employment discrimination or
harassment with the Equal Employment Opportunity Commission:

Equal Employment Opportunity Commission, Boston Area Office
John F. Kennedy Federal Building

475 Government Center

Boston, MA 02203

(800-669-4000)

Individuals may also file a complaint with the Connecticut Commission on Human
Rights and Opportunities:

Connecticut Commission on Human Rights and Opportunities

450 Columbus Blvd.

Hartford, CT 06103-1835

(860-541-3400 or Connecticut Toll Free Number 1-800-477-5737)

Legal References:

Title VI of the Civil Rights Act of 1964, 42 U.S.C. § 2000d et seq.

Title VII of the Civil Rights Act of 1964, 42 U.S.C. § 2000e et seq.

Title IX of the Education Amendments of 1972, 20 U.S.C. § 1681 et seq.

Age Discrimination in Employment Act, 29 U.S.C. § 621 et seq.

Americans with Disabilities Act, 42 U.S.C. § 12101

Section 504 of the Rehabilitation Act of 1973, 29 U.S.C. § 794

Connecticut (General Statutes § 1-1n, “Gender Identity or Expression”
defined

Connecticut General Statutes § 27-103

Connecticut General Statutes § 46a-51, Definitions

Connecticut General Statutes § 46a-58, Deprivation of rights

Connecticut Fair Employment Practices Act, Connecticut General
Statutes § 46a-60

Connecticut General Statutes § 46a-81a, Sexual orientation
discrimination: Definitions

Connecticut General Statutes § 46a-81c¢, Sexual orientation
discrimination: Employment

Public Act No. 21-79, “An Act Redefining ‘Veteran’ and Establishing a
Qualifying Review Board”
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Community/Board Operation 1000 R

ADMINISTRATIVE REGULATIONS REGARDING DISCRIMINATION
COMPLAINTS (COMMUNITY MEMBERS)

It is the policy of the Branford Board of Education (the “Board”) that any form of
discrimination or harassment on the basis of protected characteristics such as race,
color, religion, age, sex, sexuval orientation, marital status, national origin, alienage,
ancestry, disability, pregnancy, gender identity or expression, or veteran status is
forbidden, whether by students, Board employees or third parties subject to the control
of the Board. Students, Board employees and third parties are expected to adhere to a
standard of conduct that is respectful of the rights of all'members of the school
community.

It is the express policy of the Board to provide for the prompt and equitable resolution
of complaints alleging any discrimination or harassment on the basis of protected
characteristics such as race, color, religion, age, sex, sexual orientation, marital status,
national origin, alienage, ancestry, disability, pregnancy, gender identity or expression,
or veteran status.

If a complaint involves allegations of discrimination or harassment based on reasons
such as gender/sex,. gender identity, sexual orientation, disability, or pregnancy, such
complaints will be handled in accordance with other appropriate policies (e.g. Policy
4650 Sex Discrimination and Sexual Harassment in the Workplace (Personnel), Policy
5250 Title 1X Sex Discrimination and Sexual Harassment (Students), Policy 4625
Section 504/ADA (Personnel}, Policy 5125 Section 504/ADA (Students)).

Preferably, complaints should be filed within thirty (30) calendar days of the alleged
occurrence. Timely reporting of complaints facilitates the investigation and resolution
of such complaints. The district will investigate such complaints promptly and
equitably, and will take corrective action when allegations are verified.

The district will not tolerate any reprisals or retaliation that occur as a result of the
good faith reporting of charges of harassment or discrimination on the basis of race,
color, religion, age, sex, sexual orientation, marital status, national origin, alienage,
ancestry, disability, pregnancy, gender identity or expression, or veteran status, Any
such reprisals or retaliation will result in disciplinary action against the retaliator, and
other corrective actions as appropriate,

The school district will periodically provide staff development for district
administrators and periodically distribute this policy and implementing administrative
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regulations to staff and students in an effort to maintain an environment free of
harassment and discrimination.

Complaint Procedure

As soon as an individual feels that he or she has been subjected to discrimination or
harassment on the basis of race, color, religion, age, sex, sexual orientation, marital
status, national origin, alienage, ancestry, disability, pregnancy, gender identity or
expression, or veteran status he/she should make a written complaint to the
Superintendent, or designee.

If the complaint being filed is against the Superintendent, the complaint shouid be filed
with the Board Chair, who will take appropriate steps, such as retaining an independent
investigator, to cause the matter to be investigated in a manner consistent with the
Board’s non-discrimination policy and regulation. If either the Superintendent or any
other party to the complaint is not satisfied with the findings and conclusions of the
investigation, within (30) calendar days of receiving the findings, such party may
present the complaint and written outcome to the Board Chair, who will take
appropriate steps, such as retaining an independent investigator different from the
investigator who investigated the complaint, to cause the matter to be reviewed in a
manner consistent with the Board’s non-discrimination policy and regulation.

The individual and any respondent (if applicable) will be provided a copy of the
Board’s policy and regulation and made aware of the individual’s rights under this
policy and regulation. In the event the Superintendent or designee receives a complaint
alleging discrimination or harassment based on gender/sex, gender identity, sexual
orientation, disability, or pregnancy, the Superintendent or designee shali follow the
procedures identified in the appropriate Board policies (e.g. Policy 4650 Sex
Discrimination and Sexual Harassment in the Workplace (Personnel), Policy 5250 Title
IX Sex Discrimination and Sexual Harassment (Students), Policy 4625 Section 504/ADA
(Personnel), Policy 5125 Section 504/ADA (Students)), where applicable, rather than
the complaint procedures provided in this policy.

The complaint should state the:

A. Name of the complainant,

B. Date of the complaint,

C. Date(s) of the alleged harassment/discrimination,
D. Name(s) of the harasser(s) or discriminator(s),
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E. Location where such harassment/discrimination occurred,
F. Names of any witness(es) to the harassment/discrimination,

G, Detailed statement of the circumstances constituting the alleged
harassment/discrimination; and

H. Proposed remedy.

Any individual who makes an oral complaint of harassment or discrimination will be
provided a copy of this reguiation and will be requested to make a written complaint
pursuant to the above procedure. If an individual is unable to make a written
complaint, the staff member receiving the oral complaint will either reduce the
complaint to writing or assist the individual with completing the written complaint
form.

All complaints received by staff members are to be forwarded immediately to the
Superintendent or designee. Upon receipt of a complaint alleging harassment or
discrimination under this complaint procedure, the Superintendent or designee shall
promptly investigate the complaint. During the course of the investigation, the
investigator shall interview or consult with all individuals reasonably believed to have
relevant information, including the complainant, the alleged harasser/discriminator
(“respondent”) and any witnesses to the conduct. Complaints will be investigated
promptly within the timeframes identified below. Timeframes may be extended as
needed given the complexity of the investigation, availability of individuals with
relevant information and/or other extenuating circumstances. Confidentiality will be
maintained by all persons involved in the investigation {o the extent possible, as
determined by the investigator.

Upon receipt of a written complaint of discrimination or harassment, the investigator
should:

1. Offer to meet with the complainant and respondent (if applicable) within ten
(10) business days (provided that such timeframe may be reasonably extended
based on the availability of necessary witnesses and/or participants, the
complexity of the investigation, and/or other extenuating circumstances) to
discuss the nature of the complaint, identify individuals the complainant
believes has relevant information, and obtain any relevant documents the
complainant may have;

2.  Provide the complainant and respondent (if applicable) with a copy of the
Board’s non-discrimination policy and accompanying regulations;
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3. Investigate the factual basis of the complaint, including, as applicable,
conducting interviews with individuals deemed relevant to the complaint;

4.  Conduct an investigation that is adequate, reliable, and impartial. Investigate
the factual basis for the complaint, including conducting interviews with
individuals with information and review of documents relevant to the
complaint;

5. Maintain confidentiality to the extent practicable throughout the investigative
process, in accordance with state and federal law;

6.  Communicate the outcome of the investigation in writing to the complainant
and respondent (if any) (to the extent permitted by state and federal
confidentiality requirements), within thirty (30) business days (provided that
such timeframe may be reasonably extended based on the availability of
necessary witnesses and/or participants, the complexity of the investigation,
and/or other extenuating circumstances) from the date the complaint was
received by the Superintendent’s office. The complainant and respondent (if
any) shall be notified of any extension of the investigation timeline. The
written notice shall include a finding whether the complaint was substantiated
and if so, shall identify, to the extent possible, how the district will remedy
the discrimination or harassment, adhering to the requirements of state and
federal law;

7. If a complaint is made during summer recess, the complaint will be reviewed
and addressed as quickly as possible given the availability of staff and/or other
individuals who may have information relevant to the complaint. If fixed
timeframes cannot be met, the complainant and respondent (if any) will
receive notice and interim measures may be implemented as necessary (see
sub-paragraph 6);

8.  Whenever allegations are verified, ensure that appropriate corrective action is
taken (including, but not limited to, disciplinary action) aimed at preventing
the recurrence of the discrimination or harassment, Corrective action should
include steps to avoid continuing discrimination or harassment;

9,  If either party to the complaint is not satisfied with the findings and
conclusions of the investigation, such party may present the complaint and
written outcome to the Superintendent within thirty (30) calendar days of
receiving the findings. Upon review of a written request from the party
requesting an appeal, the Superintendent shall review the investigative results
of the investigator and determine if further action and/or investigation is
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warranted. Such action may include consultation with a designated
investigator (if applicable), complainant, and respondent (if any) and meeting
with appropriate individuals to attempt to resolve the complaint, or a decision
affirming or overruling a designated investigator’s conclusions or findings (if
applicable). The Superintendent shall provide written notice to the
complainant and respondent (if any) of the proposed actions within fifteen (15)
business days (provided that such timeframe may be reasonably extended
based on the availability of necessary witnesses and/or participants, the
complexity of the investigation, and/or other extenuating circumstances)
following the receipt of the written request for review.

A complainant alleging discrimination or harassment may file a formal complaint with
the Boston Office, Office for Civil Rights, U.S. Department of Education, 8" Floor, 5

Post Office Square, Boston, MA 02109-3921 (TELEPHONE NUMBER: 617-289-
0111).

A complainant may also file a complaint with the Connecticut Commission on Human
Rights and Opportunities, 450 Columbus Bivd., Hartford, CT 06103-1835
(TELEPHONE NUMBER: 860-541-3400).

An employee alleging discrimination or harassment related to their employment may
also file a complaint with the Equal Employment Opportunity Commission, Boston
Area Office, John F. Kennedy Federal Building, 475 Government Center, Boston, MA
02203 (TELEPHONE NUMBER: 800-669-4000).

Anyone who has questions or concerns about this policy, and/or who may wish to
request or discuss accommodations based on religion and/or the Board’s policies
regarding discrimination or harassment on the basis of gender/sex, gender identity,
sexual orientation, disability, and/or who may wish to request or discuss
accommodations for a disability, or who may wish to request or discuss
accommodations for a disability, or would like a copy of the Board’s complaint
procedures or complaint forms related to claims of discrimination, may contact:

BPS Human Resources Manager
Branford Public Schools

1111 Main Street

Branford, CT 06405

(203) 488-7276

Adopted: October 19, 2022
Revised:
6/28/2021
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DISCRIMINATION/HARASSMENT COMPLAINT FORM
(For complaints based on race, color, religion, age, sex, sexual orientation, marital
status, national origin, alienage, ancestry, disability, pregnancy, gender identity or
expression, or veteran status)

Name of the complainant

Date of the complaint

Date of the alleged discrimination/harassment

Name or names of the discriminator(s) or harasser(s)

Location where such discrimination/harassment occurred

Name(s) of any witness(es) to the discrimination/harassment

Detailed statement of the circumstances constituting the alleged discrimination or
harassment
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Proposed remedy:
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Personnel 4160 P

EMERGENCY ACTION PLAN FOR INTERSCHOLASTIC AND INTRAMURAL

ATHLETIC EVENTS

The Branford Board of Education (the “Board”), in consultation with local emergency

medical services providers and allied health professions, authorizes the Administration to
develop an emergency action plan to be followed in the event that a student sustains a serious
injury or illness while participating in an interscholastic or intramural athletic event. Such plan
shall include, but need not be limited to, the following components:

1)

2

3

4)

3)

6)

7

A list of the school employees, coaches or licensed athletic trainers in each school who
will be responsible for implementing the emergency action plan and a description of
each person's responsibilities under the plan;

Identification of the location(s) or venue(s) where the interscholastic or intramural
athletic event is taking place;

A description of the equipment and supplies that may be available at the site of the
interscholastic or intramural athletic event that will assist in responding to an

emergency, including the location of where such equipment and supplies may be found
at such site;

A description of the procedures to be followed when a student sustains a sertous sports-
related injury, including, but not limited to, responding to the injured student,
summoning emergency medical care, assisting local first responders in getting to the
injured student and documenting the actions taken during the emergency;

A description of the protocols to be followed during cardiac or respiratory emergencies,
including the operation of an automatic external defibrillator, use of cardiopulmonary
resuscitation or the administration of medication, in accordance with applicable state
law and Board policy;

A description of the protocols to be followed when a student is observed to exhibit
signs, symptoms or behaviors consistent with a concussion or is diagnosed with a
concussion, in accordance with applicable state law and Board policy;

A description of the protocols to be followed when a student suffers from a traumatic
brain injury or spinal cord injury, provided such protocols are designed to include
instructions that are based on the level of training of the person implementing

the emergency action plan and are in accordance with best practices and state law; and




8) A description of the protocols to be followed in the event of heat and cold-related
emergencies, provided such protocols are in accordance with current professional
standards.

In developing the emergency action plan, the Administration may also consult
recommendations from the governing authority for intramural and interscholastic athletics.

The Board shall annually review such emergency action plan and authorize the
Administration to update such plan, as necessary. Any school employee, coach or licensed
athletic trainer identified in the emergency action plan shall (1) anmually rehearse such
emergency action plan, and (2) be certified in cardiopulmonary resuscitation and have
completed a course in first aid offered by the American Red Cross, the American Heart
Association, the Department of Public Health, any director of health, or an organization using

guidelines for first aid published by the American Heart Association and the American Red
Cross.

The Board shall distribute the emergency action plan to all school employees, coaches
and licensed athletic trainers identified in the emergency action plan. The Board shall also post
such emergency action plan in all athletic facilities and at all sites where interscholastic and
intramural athletic events will take place, and make such emergency action plan available on
the Internet web site for the school district or school.

Legal References

Conn. Gen. Stat. § 10-212i. Emergency action plans for serious and life-threatening
sports-related injuries during interscholastic and intramural athletic events

Connecticut Association of Schools, Connecticut Inferscholastic Athletic Conference,
Medical Handbook 2022-2023, available at

htips://www.casciac.org/pdfs/CIAC medical handbook22-23 ndf,

ADOPTED:

REVISED:

9/2/2022

© 2022 Shipman & Goodwin LLP. All rights reserved,
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Personnel 4300 P
EMPLOYMENT AND STUDENT TEACHER CHECKS

As set forth below, each applicant for a position with the Branford Public Schools (the “District”), and each
student who is enrolled in a teacher preparation program, as defined in section 10-10a of the Connecticut
General Statutes, and completing a student teaching experience in the District (collectively referred to as
“applicants™), shall be asked to provide in writing: (1) whether the applicant has ever been convicted of a
crime; (2) whether there are any criminal charges pending against the applicant at the time of the application
and, if charges are pending, to state the charges and the court in which such charges are pending; and (3)
whether the applicant is included on the Abuse and Neglect Registry of the Connecticut Department of
Children and Families (“DCF”) (the “Registry™). If the applicant’s current or most recent employment
occurred out of state, the applicant will also be asked whether the applicant is included on an equivalent
database and/or abuse/neglect registry maintained in that other state.

Applicants shall not be required to disclose any arrest, criminal charge or conviction that has been erased.

An employment application form that contains any question concerning the criminal history of the applicant
shall contain the following notice, in clear and conspicuous language:

Pursuant to section 31-51i(d) of the Connecticut General Statutes, the applicant is
hereby notified that (1) the applicant is not required to disclose the existence of any
erased criminal history record information, (2) erased criminal history record
information are records pertaining to a finding of delinquency or that a child was a
member of a family with service needs, an adjudication as a youthful offender, a
criminal charge that has been dismissed or nolled, a criminal charge for which the
person has been found not guilty or a conviction for which the person received an
absolute pardon or criminal records that are erased pursuant to statute or by other
operation of law, and (3) any person with erased criminal history record information
shall be deemed to have never been arrested within the meaning of the general statutes
with respect to the proceedings so erased and may so swear under oath.

In addition, the District shall conduct an employment history check for each applicant for a position, as set
forth below.

For the purposes of this policy:

“Sexual misconduct” means any verbal, nonverbal, written, or electronic communication, or any other act
directed toward or with a student that is designed to establish a sexual relationship with the student, including
a sexual invitation, dating or soliciting a date, engaging in sexual dialog, making sexually suggestive
comments, seif-disclosure or physical exposure of a sexual or erotic nature, and any other sexual, indecent,
or erotic contact with a student.
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“Abuse or neglect” means abuse or neglect as described in Conn. Gen. Stat. § 46b-120, and includes any
violation of Conn. Gen. Stat. §§ 53a-70 (sexual assault in the first degree), 53a-70a (aggravated sexual assault
in the first degree), 53a-71 (sexual assault in the second degree), 53a-72a (sexual assault in the third degree),
53a-72b (sexual assault in the third degree with a firearm), or 53a-73a (sexual assault in the fourth degree).

“Tormer employer” means any person, firm, business, educational institution, nonprofit agency, corporation,
limited liability company, the state, any political subdivision of the state, any governmental agency, or any
other entity that such applicant was employed by during any of the previous twenty years prior to applying
for a position with a local or regional board of education.

I. Employment History Check Procedures

A. The District shall not offer employment to an applicant for a position, including any position
that is contracted for, if such applicant would have direct student contact, prior to the District;

1, Requiring the applicant:

a.

C.

to list the name, address, and telephone number of each current employer or
former employer (please note the definition of “former employer” above,
including the applicable twenty year reporting period) during any of the
previous twenty years, if:

(@)

(i)

such current or former employer is/was a local or regional board of
education, council of a state or local charter school, interdistrict magnet
school operator, or a supervisory agent of a nonpublic school, and/or

the applicant’s employment with such current or former employer
caused the applicant to have contact with children.

to submit a written authorization that

@

(i)

(i)

consents to and authorizes disclosure by the employers listed under
paragraph [.A.1.a of this policy of the information requested under
paragraph I.A.2 of this policy and the release of related records by such
employers,

consents to and authorizes disciosure by the Connectictut State
Department of Education (the “Department”) of the information
requested under paragraph I.A.3 of this policy and the release of related
records by the Department, and

releases those employers and the Department from liability that may
arise from such disclosure or release of records pursuant to paragraphs
1.A.2 or 1.A.3 of this policy; and

to submit a written statement of whether the applicant

2
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(i) lras been the subject of an abuse or neglect or sexual misconduct
investigation by any employer, state agency or municipal police
department, unless the investigation resulted in a finding that all
allegations were unsubstantiated,

(i)  has ever been disciplined or asked to resign from employment or
resigned from or otherwise separated from any employment while an
allegation of abuse or neglect was pending or under investigation by
DCF, or an allegation of sexual misconduct was pending or under
investigation or due to an allegation substantiated pursuant to Conn. Gen.
Stat. § 17a-101g of abuse or neglect, or of sexual misconduct or a
conviction for abuse or neglect or sexual misconduct, or

(iii)  has ever had a professional or occupational license or certificate
suspended or revoked or has ever surrendered such a license or
certificate while an allegation of abuse or neglect was pending or under
investigation by DCF or an investigation of sexual misconduct was
pending or under investigation, or due to an allegation substantiated by
DCF of abuse or neglect or of sexual misconduct or a conviction for
abuse or neglect or sexual misconduct;

2. Conducting a review of the employment history of the applicant by contacting those
employers listed by the applicant under paragraph 1.A.1.a of this policy. Such review
shall be conducted using a form developed by the Department, which shall request the

following: |
a. the dates employment of the applicant, and
b. a statement as to whether the employer has knowledge that the applicant:
1 was the subject of an allegation of abuse or neglect or sexual misconduct

for which there is an investigation pending with any employer, state
agency, or municipal police department or which has been substantiated;

(i)  was disciplined or asked to resign from employment or resigned from or
otherwise separated from any employment while an allegation of abuse
or neglect or sexual misconduct was pending or under investigation, or
due to a substantiation of abuse or neglect or sexual misconduct; or

(ili)  has ever had a professional or occupational license, certificate,
authorization or permit suspended or revoked or has ever surrendered
such a license, certificate, authorization or permit while an allegation of
abuse or neglect or sexuval misconduct was pending or under
investigation, or due to a substantiation of abuse or neglect or sexual
misconduct. Such review may be conducted telephonically or through
written communication. Notwithstanding the provisions of subsection (g)

3
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of Conn, Gen. Stat. § 31-51i, not later than five (5) business days after
the District receives a request for such information about an employee or
former employee, the District shall respond with such information.
TheDistrict may request more information concerning any response made
by a current or former employer for information about an applicant, and,
notwithstanding subsection (g), such employer shall respond not later
than five (5) business days after receiving such request.

3, Requesting information from the Department concerning:

a. the eligibility status for employment of any applicant for a position requiring a
certificate, authorization or permit,

b. whether the Department has knowledge that a finding has been substantiated by
DCF pursuant to Conn. Gen. Stat. § 17a-101g of abuse or neglect or of sexual

misconduct against the applicant and any information concerning such a finding,
and

c. whether the Department has received notification that the applicant has been
convicted of a crime or of criminal charges pending against the applicant and
any information concerning such charges.

B, Notwithstanding the provisions of subsection (g) of Conn. Gen. Stat. § 31-511, if the District
receives information that an applicant for a position with or an employee of the District has
been disciplined for a finding of abuse or neglect or sexual misconduct, it shall notify the
Department of such information.

C. The District shall not employ an applicant for a position involving direct student contact who
does not comply with the provisions of paragraph I.A.1 of this policy.

D. The District may employ or contract with an applicant on a temporary basis for a period not to
exceed ninety (90) calendar days, pending the District’s review of information received under
this section, provided:

1. The applicant complied with paragraph 1.A.1 of this policy;

2. The District has no knowledge of information pertaining to the applicant that would
disqualify the applicant from employment with the District; and

3. The applicant affirms that the applicant is not disqualified from employment with the
District.
E. The District shall not enter into a collective bargaining agreement, an employment contract, an

agreement for resignation or termination, a severance agreement, or any other contract or
agreement or take any action that:
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1. Has the effect of suppressing information relating to an investigation of a report of
suspected abuse or neglect or sexual misconduct by a current or former employee;

2. Affects the ability of the District to report suspected abuse or neglect or sexual
misconduct to appropriate authorities; or

3. Requires the District to expunge information about an allegation or a finding of
suspected abuse or neglect or sexual misconduct from any documents maintained by the
District, unless, after investigation, such allegation is dismissed or found to be false,

The District shall not offer employment to a person as a substitute teacher, unless such person
and the District comply with the provisions of paragraph 1.A.1 of this policy. The District
shall determine which such persons are employable as substitute teachers and maintain a list of
such persons. The District shall not hire any person as a substitute teacher who is not on such
list. Such person shall remain on such list as long as such person is continuously employed by
the District as a substitute teacher, as described in paragraph HI.B.2 of this policy, provided
the District does not have any knowledge of a reason that such person should be removed from
such list.

In the case of an applicant who is a contractor, the contractor shall require any employee with
such contractor who would be in a position involving direct student contact to supply to such
contractor all the information required of an applicant under paragraphs [.LA.1.a and L.A.1.c of
this policy and a wriften authorization under paragraph I.A.1.b of this policy. Such contractor
shall contact any current or former employer (please note the definition of “former employer”
above, including the applicable twenty year reporting period) of such employee that was a local
or regional board of education, council of a state or local charter school, interdistrict magnet
school operator, or a supervisory agent of a nonpublic school, or if the employee’s
employment with such current or former employer caused the employee to have contact with
children, and request, either telephonically or through written communication, any information
concerning whether there was a finding of abuse or neglect or sexual misconduct against such
employee. Notwithstanding the provisions of subsection (g) of Conn. Gen. Stat. § 31-51i,
such employer shall report to the contractor any such finding, either telephonically or through
written communication. If the contractor receives any information indicating such a finding or
otherwise receives any information indicating such a finding or otherwise has knowledge of
such a finding, the contractor shall, notwithstanding the provisions of subsection (g) of Conn.
Gen. Stat. § 31-51i, immediately forward such information to the District, either telephonically
or through written communication. If the District receives such information, it shall determine
whether such employee may work in a position involving direct student contact at any school in
the District. No determination by the District that any such employee of the contractor shall

not work under any such contract in any such position shall constitute a breach of such
contract.

Any applicant/employee who knowingly provides false information or knowingly fails to
disclose information required in subdivision (1) of subsection (A) of this section shall be
subject to discipline by the District that may include:

1. denial of employment, or
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II.

2. termination of the contract of a certified employee, in accordance with the provisions of
Conn. Gen. Stat. § 10-151, or

3. termination of a non-certified employee in accordance with applicable law and/or any
applicable collective bargaining agreement, contract or District policy.

If the District provides information in accordance with paragraph I.A.2 or I.G of this policy,
the District shall be immune from criminal and civil liability, provided the District did not
knowingly supply false information.

Notwithstanding the provisions of Conn. Gen. Stat. § 10-151c and subsection (g) of Conn.
Gen. Stat. § 31-51i, the District shall provide, upon request by another local or regional board
of education, governing council of a state or local charter school, interdistrict magnet school
operator, or supetvisory agent of a nonpublic school for the purposes of an inquiry pursuant to
paragraphs 1.A.2 or I.G of this policy or to the Commissioner of Education pursuant to
paragraph 1.B of this policy any information that the District has concerning a finding of abuse
or neglect or sexual misconduct by a subject of any such inquiry.

Prior to offering employment to an applicant, the District shall make a documented good faith
effort to contact each current and any former employer (please note the definition of “former
employer” employer above, including the applicable twenty year reporting period) of the
applicant that was a local or regional board of education, governing council of a state or local
charter school, interdistrict magnet school operator, or supervisory agent of a nonpublic
school, or if the applicant’s employment with such current or former employer caused the
applicant to have contact with children in order to obtain information and recommendations
that may be relevant to the applicant’s fitness for employment. Such effort, however, shall not
be construed to require more than three telephonic requests made on three separate days.

The District shall not offer employment to any applicant who had any previous employment
contract terminated by a local or regional board of education, council of a state or local charter
school, interdistrict magnet school operator, or a supervisory agent of a nonpublic school, or
who resigned from such employment, if the person has been convicted of a violation of Conn.
Gen. Stat. § 17a-101a, when an allegation of abuse or neglect or sexual assault has been
substantiated.

DCF Registry Checks

Prior to hiring any person for a position with the District, and before a student who is enrolled in a
teacher preparation program in the District, as defined in section 10-10a of the Connecticut General
Statutes, and completing a student teaching experience with the District, begins such student teaching
experience, the district shall require such applicant or student to submit to a records check of
information maintained on the Registry concerning the applicant,
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IIL.

For any applicant whose current or most recent employment occurred out of state, the District shall
request that the applicant provide the District with authorization to access information maintained
concerning the applicant by the equivalent state agency in the state of most recent employment, if such
state maintains information about abuse and neglect and has a procedure by which such information
can be obtained. Refusal to permit the District to access such information shall be considered grounds
for rejecting any applicant for employment.

The District shall request information from the Registry, or its out of state equivalent, promptly and in

any case no later than thirty (30) calendar days from the date of employment. Registry checks will be
processed according to the following procedure:

A.

No later than ten (10) calendar days after the Superintendent or the Superintendent’s designee
has notified a job applicant of a decision to offer employment to the applicant, or as soon
thereafter as practicable, the Superintendent or the Superintendent’s designee will either obtain
the information from the Registry or, if the applicant’s consent is required to access the
information, will supply the applicant with the release form utilized by DCF, or its out of state
equivalent when available, for obtaining information from the Registry.

If consent is required to access the Registry, no later than ten (10) calendar days after the
Superintendent or the Superintendent’s designee has provided the successful job applicant with
the form, the applicant must submit the signed form to DCE, or its out of state equivalent, with
a copy to the Superintendent or the Superintendent’s designee. Failure of the applicant to
submit the signed form to DCT or its out of state equivalent within such ten-day period,
without good cause, will be grounds for the withdrawal of the offer of employment.

Upon receipt of Registry or out-of-state registry information indicating previously undisclosed
information concerning abuse or neglect investigations concerning the successful job
applicant/employee, the Superintendent or the Superintendent’s designee will notify the
affected applicant/employee in writing of the results of the Registry check and will provide an
opportunity for the affected applicani/employee to respond to the results of the Registry check.

If notification is received by the Superintendent or the Superintendent’s designee that that the
applicant is listed as a perpetrator of abuse or neglect on the Registry, the Superintendent or
the Superintendent’s designee shall provide the applicant with an opportunity to be heard
regarding the resulis of the Registry check. If warranted by the results of the Registry check
and any additional information provided by the applicant, the Superintendent or the
Superintendent’s designee shall revoke the offer of employment and/or terminate the
applicant’s employment if the applicant has already commenced working for the District.

Criminal Records Check Procedure

A,

Each person hired by the District shall be required to submit to state and national criminal
records checks within thirty (30) calendar days from the date of employment. Each student
who is enrolled in a teacher preparation program, as defined in section 10-10a of the
Connecticut General Statutes, and completing a student teaching experience with the District,
shall be required fo submit to state and national criminal records checks within sixty (60)
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calendar days from the date such student begins to perform such student teaching experience.
Record checks will be processed according to the following procedure:*

I. No later than five (5) calendar days after the Superintendent or the Superintendent’s
designee has notified a job applicant of a decision to hire the applicant, or as soon
thereafter as practicable, the Superintendent orthe Superintendent’s designee will
provide the applicant with a packet containing all documents and materials necessary
for the applicant to be fingerprinted by the Connecticut State Department of Emergency
Services and Public Protection, This packet shall also contain all documents and
materials necessary for the police department to submit the completed fingerprints to
the State Police Bureau of Identification for the processing of state and national criminal
records checks, The Superintendent or the Superintendent’s designee will also provide
each applicant with the following notifications before the applicant obtains the
applicant’s fingerprints: (1) Agency Privacy Requirements for Noncriminal Justice
Applicants; (2) Noncriminal Justice Applicant’s Privacy Rights; (3) and the Federal
Bureau of Investigation, United States Department of Justice Privacy Act Statement.

2, No later than ten (10} calendar days after the Superintendent or the Superintendent’s
designee has provided the successful job applicant with the fingerprinting packet, the
applicant must arrange to be fingerprinted by the Connecticut State Department of
Emergency Services and Public Protection. Failure of the applicant to have the
applicant’s fingerprints taken within such ten-day period, without good cause, will be
grounds for the withdrawal of the offer of employment.

3. Any person for whom criminal records checks are required to be performed pursuant to
this policy must pay all fees and costs associated with the fingerprinting process and/or
the submission or processing of the requests for criminal records checks. Fees and
costs associated with the fingerprinting process and the submission and process of
requests are waived for student teachers, in accordance with state law,

4, Upon receipt of a criminal records check indicating a previously undisclosed
conviction, the Superintendent or the Superintendent’s designee will notify the affected
applicant/employee in writing of the resulis of the record check and will provide an
opportunity for the affected applicant/employee to respond to the results of the criminal
records check. The affected applicant/employee may notify the Superintendent or the
Superintendent’s designee in writing within five (5) calendar days that the affected
applicant/employee will challenge such individual’sr criminal history records check,
Upon written notification to the Superintendent or the Superintendent’s designee of such
a challenge, the affected applicant/employee shall have ten (10) calendar days to
provide the Superintendent or the Superintendent’s designee with necessary
documentation regarding the affected applicant/employee’s record challenge. The
Superintendent or the Superintendent’s designee may grant an extension to the
preceding ten-day period during which the affected applicant/employee may provide
such documentation for good cause shown.

5. Decisions regarding the effect of a conviction upon an applicant/employee, whether
disclosed or undisclosed by the applicant/employee, will be made on a case-by-case
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basis. Notwithstanding the foregoing, the falsification or omission of any information
on a job application or in a job interview, including but not limited to information
concerning criminal convictions or pending criminal charges, shall be grounds for
disqualification from consideration for employment or discharge from employment.

6. Notwithstanding anything in paragraph IL.A.5 of this policy, above, no decision to
deny employment or withdraw an offer of employment on the basis of an
applicant/employee’s criminal history record shall be made without affording the

applicant/employee the opportunities set forth in paragraph IHI.A.4 of this policy,
above.

B. Criminal Records Check for Substitute Teachers:

A substitute teacher who is hired by the District must submit to state and national criminal
history records checks according to the procedures outlined above, subject to the following:

1. If the state and national criminal history records checks for a substitute teacher have
been completed within one year prior to the date the District hired the substitute
teacher, and if the substitute teacher arranged for such prior criminal history records
checks to be forwarded to the Superintendent the Superintendent’s designee, then the
substitute teacher will not be required to submit to another criminal history records
check at the time of such hire.

2. If a substitute teacher submitted to state and national criminal history records checks
upon being hired by the District, then the substitute teacher will not be required to
submit to another criminal history records check so long as the substitute teacher is
continuously employed by the District, that is, employed for at least one day of each
school year, by the Ddistrict, provided a substitute teacher is subjected to such checks
at least once every five years.

IV.  Sex Offender Registry Checks

District personnel shall cross-reference the Connecticut Department of Public Safety’s sexual offender
registry prior to hiring any new employee and before a student who is enrolled in a teacher
preparation program, as defined in section 10-10a of the Connecticut General Statutes, and completing
a student teaching experience with the District, begins such student teaching experience, Registration
as a sexual offender constitutes grounds for denial of employment opportunities and opportunities to
perform student teaching experiences in the istrict,

V. Credit Checks

The District may also ask a prospective employee for a credit report for employment for certain
District positions, where the District’s receipt of a credit report is substantially related to the
employee’s potential job. “Substantially related to the current or potential job” is defined to mean “the
information contained in the credit report is related to the position for which the employee or
prospective employee who is the subject of the report is being evaluated because of the position.”
Prior to asking for a credit report, the District will determine whether the position falls within one of
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VIIL

VIIIL.

the categories as described in this paragraph. The position must: (1) be a managerial position which
involves setting the direction or control of the District; (2) involve access to employees’ personal or
financial information; (3) involve a fiduciary responsibility to the District, including, but not limited
to, the authority to issue payments, collect debts, transfer money or enter into contracts; (4) provide
an expense account or District debit or credit card; or (5) involve access to the District’s nonfinancial
assets valued at two thousand five doliars or more.

When a credit report will be requested as part of the employment process, the District will provide
written notification to the prospective employee regarding the use of credit checks. That notification
must be provided in a document separate from the employment application. The notification must
state that the District may use the information in the consumer credit report to make decisions related
to the individual’s employment.

The District will obtain consent before performing the credit or other background checks. If the
Ddistrict intends to take an action adverse to a potential employee based on the results of a credit
report, the District must provide the prospective employee with a copy of the report on which the
District relied in making the adverse decision, as well as a copy of “A Summary of Your Rights
Under the Fair Credit Reporting Act,” which should be provided by the company that provides the
results of the credit check. The District will notify the prospective employee either orally, in writing
or via electronic means that the adverse action was taken based on the information in the consumer
report. That notice must include the name, address and phone number of the consumer reporting
company that supplied the credit report; a statement that the company that supplied the report did not
make the decision to take the unfavorable action and cannot provide specific reasons for the district’s
actions; and a notice of the person’s right to dispute the accuracy or completeness of any information
the consumer reporting company furnished, and to get an additional free report from the company if
the person asks for it within sixty (60) calendar days.

Notice of Conviction

If, at any time, the District receives notice of a conviction of a crime by a person holding a certificate,
authorization or permit issued by the State Board of Education, the District shall send such notice to
the State Board of Education. In complying with this requirement, the District shall not disseminate
the results of any national criminal history records check.

School Nurses

School nurses or nurse practitioners appointed by, or under contract with, the District shall also be
required to submit to a criminal history records check in accordance with the procedures outlined
above,

Personal Online Accounts

For purposes of this policys, “personal online account” means any online account that is used by an
employee or applicant exclusively for personal purposes and unrelated to any business purpose of the
District, including, but not limited to, electronic mail, social media and retail-based Internet web sites.
“Personal online account” does not include any account created, maintained, used or accessed by an
employee or applicant for a business purpose of the District.
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A. During the course of an employment check, the District may not:

1. request or require that an applicant provide the District with a user name and password,
password or any other authentication means for accessing a personal online account;

2. request or require that an applicant authenticate or access a personal online account in
the presence of District personnel; or

3. require that an applicant invite a supervisor employed by the District or accept an
invitation from a supervisor employed by the District to join a group affiliated with any
personal online account of the applicant.

B. The District may request or require that an applicant provide the District with a user name and
password, password or any other authentication means for accessing:

i. any account or service provided by District or by virtue of the applicant’s employment
relationship with the District or that the applicant uses for the District’s business
purposes, or

2. any electronic communications device supplied or paid for, in whole or in part, by the
District.
C. In accordance with applicable law, the District maintains the right to require an applicant to

allow the District to access the applicant’s personal online account, without disclosing the user
name and password, password or other authentication means for accessing such personal online
account, for the purpose of:

1. conducting an investigation for the purpose of ensuring compliance with applicable state
or federal laws, regulatory requirements or prohibitions against work-related employee
misconduct based on the receipt of specific information about activity on an applicant’s
personal online account; or

2. conducting an investigation based on the receipt of specific information about an
applicant’s unauthorized transfer of the District’s proprietary information, confidential
information or financial data to or from a personal online account operated by an
applicant or other source.

IX.  Policy Inapplicable to Certain Individuals

This policy shall not apply to:
A. A student employed by the District who attends a District school.

B. A person employed by the District as a teacher for a noncredit adult class or aduit
education activity, as defined in Conn. Gen. Stat. § 10-67, who is not required to hold a
teaching certificate pursuant to Conn. Gen. Stat. § 10-145b for such position.
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X, Falsification of Records

Notwithstanding any other provisions of this policy, the falsification or omission of any information on a job
application or in a job interview, including but not limited to information concerning abuse or neglect
investigations or pending criminal applications, shall be grounds for disqualification from consideration for
employment or discharge from employment.
Legal References: Conn. Gen. Stat, § 10-212

Conn. Gen. Stat. § 10-221d

Conn. Gen. Stat. § 10-222¢

Conn. Gen. Stat. § 31-40x

Conn. Gen. Stat. § 31-51i

Comn. Gen. Stat. § 31-51tt

Elementary and Secondary Education Act, reauthorized as the Every Student
Succeeds Act, Pub. L. 114-95, codified at 20 U.S.C.§ 1001 ef seq.

Fair Credit Reporting Act, 15 U.S.C. § 1681 ef seq.

l ADOPTED: 10-19-2022
| REVISED:

1/4/2023

12
238834v21 © 2023 Shipman & Goodwin LLP. All rights reserved.




Agency Privacy Requirements for Noncriminal Justice Applicants

Authorized governmental and non-governmental agencies/officials that conduct a national fingerprint-based
criminal history record check on an applicant for a noncriminal justice purpose (such as employment or a license,
immigration or naturalization matter, security clearance, or adoption) are obligated to ensure the applicant is
provided certain notices and that the results of the check are handled in a manner that protects the applicant’s
privacy. All notices must be provided in writing.! These obligations are pursuant to the Privacy Act of 1974,
Title 5, United States Code (U.S.C.), Section 552a, and Title 28, Code of Federal Regulations (CFR), Section
50.12, among other authorities.

e Officials must ensure that each applicant receives an adequate written FBI Privacy Act Statement (dated 2013 or
later) when the applicant submits the applicant’s fingerprints and associated personal information.?

e Officials must advise all applicants in writing that procedures for obtaining a change, correction, or update of an
FBI criminal history record are set forth at 28 CFR 16.34. Information regarding this process may be found at
https:/fwwwv. fbi.gov/services/cjis/identity-history-summary-checks and https://www.edo.cjis.gov.

e Officials must provide the applicant the opportunity to complete or chalienge the accuracy of the information in the
FBI criminal history record,

¢ Officials should not deny the employment, license, or other benefit based on information in the FBI criminal history

record until the applicant has been afforded a reasonable time to correct or complete the record or has declined to
do so.

e Officials must use the criminal history record for authorized purposes only and cannot retain or disseminate it in

violation of federal statute, regulation or executive order, or rule, procedure or standard established by the National
Crime Prevention and Privacy Council.?

The FBI has no objection to officials providing a copy of the applicant’s IFBI criminal history record to the
applicant for review and possible challenge when the record was obtained based on positive fingerprint
identification. If agency policy permits, this courtesy will save the applicant the time and additional FBI fee to
obtain the applicant’s record directly from the FBI by following the procedures found at 28 CFR 16.30 through
16.34. Tt will also allow the officials to make a more timely determination of the applicant’s suitability,

Each agency should establish and document the process/procedures it utilizes for how/when it gives the applicant
the FBI Privacy Act Statement, the 28 CFR 50.12 notice, and the opportunity to correct the applicant’s record.
Such documentation will assist State and/or FBI auditors during periodic compliance reviews on use of criminal
history records for noncriminal justice purposes.

If you need additional information or assistance, contact:

Connecticut Records: Out-of-State Records:
Department of Emergency Services and Public Protection Agency of Record
State Police Bureau of Identification (SPBD) OR
1111 Country Club Road FBI CJIS Division-Summmary Request
Middietown, CT 06457 1000 Custer Hollow Road
860-685-8480 Clarksburg, West Virginia 26306

Noncriminal Justice Applicant’s Privacy Rights

U Written notification includes electronic notification, but excludes oral notification.

2 See https://www.fbi.gov/services/cjis/compact-council/privacy-act-statement

3 See 5 U.S.C. 552a(b); 28 U.S.C. 534(b); 34 U.S.C. § 40316 (formerly cited as 42 U.S.C. § 14616), Articie IV(c); 28 CFR 20.21(c),
20.33(d), 50.12(b}) and 906.2(d).
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As an applicant who is the subject of a national fingerprint-based criminal history record check for a noncriminal justice
purpose (such as an application for a job or license, an immigration or naturalization matter, security clearance, or
adoption), you have certain rights which are discussed below. All notices must be provided to you in writing.* These
obligations are pursuant to the Privacy Act of 1974, Title 5, United States Code (U.8.C.) Section 5524, and Title 28 Code
of Federal Regulations (CFR), 50.12, among other authorities.

You must be provided an adequate written FBI Privacy Act Statement (dated 2013 or later) when you submit your
fingerprints and associated person information. This Privacy Act Statement must explain the authority for
collecting your fingerprints and associated information and whether your fingerprints and associated information
will be searched, shared, or retained.’

You must be advised in writing of the procedures for obtaining a change, correction, or updating of your criminal
history record as set forth at 28 CFR 16.34.

You must be provided the opportunity to complete or challenge the accuracy of the information in your FBI
criminal history record (if you have such a record),

If you have a criminal history record, you should be afforded a reasonable amount of time to correct or complete
the record (or decline to do so) before the officials deny you the employment, license, or other benefit based on
information in the criminal history record,

If agency policy permits, the officials may provide you with a copy of your FBI criminal history record for review
and possible challenge. If agency policy does not permit it to provide you a copy of the record, you may obtain a
copy of the record by submitting fingerprints and a fee to the FBI. Information regarding this process may be
obtained at http://www.fbi.gov/services/cjis/identity-history-summary-checks and https://www.edo.cjis.gov.

If you decide to challenge the accuracy or completeness of your FBI criminal history record, you should send
your challenge to the agency that contributed the questioned information to the FBI. Alternatively, you may send
your challenge directly to the FBI by submitting a request via https://www.edo.cjis.gov. The FBI will then
forward your challenge to the agency that contributed the questioned information and request the agency to verify
or correct the challenged entry. Upon receipt of an official communication from that agency, the FBI will make
any necessary changes/corrections to your record in accordance with the information supplied by that agency.
(See 28 CFR 16.30 through 16.34.)

You have the right to expect that officials receiving the results of the criminal history record check will use it only
for authorized purposes and will not retain or disseminate it in violation of federal statute, regulation or executive
order, or rule, procedure or standard established by the National Crime Prevention and Privacy Compact Council ®
If you need additional information or assistance, please contact;

Connecticut Records: Onut-of-State Records:

Department of Emergency Services and Public Protection Agency of Record

State Police Bureau of Identification (SPBI) OR

1111 Country Club Read FBI CJIS Division-Summary Request
Middletown, CT 06457 1009 Custer Hollow Road
860-685-8480 Clarksburg, West Virginia 26306

4 Written notification includes electronic notification, but excludes oral notification.
3 https:/fwww.fbi.goviservices/cjis/compact-council/privacy-act-statement

6 See 5 1.8.C. 552a(b); 28 U.S.C. 534(b); 34 U.S.C. § 40316 (formerly cited as 42 U.S.C. § 14616), Article 1V(c); 28 CFR 20.21{c),
20.33(d), 50.12(b) and 906.2(d).
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Federal Bureaun of Investigation
Privacy Act Statement

This privacy act statement is located on the back of the FD-258 fingerprint card.

Authority: The FBI's acquisition, preservation, and exchange of fingerprints and associated information is
generally authorized under 28 U.S.C. 534. Depending on the nature of your application, supplemental authorities
include Federal statutes, State statutes pursuant to Pub. L. 92-544, Presidential Executive Orders, and federal
regulations. Providing your fingerprints and associated information is voluntary; however, failure to do so may
affect completion or approval of your application.

Principal Purpose: Certain determinations, such as employment, licensing, and security clearances, may be
predicated on fingerprint-based background checks. Your fingerprints and associated information/biometrics may
be provided to the employing, investigating, or otherwise responsible agency, and/or the FBI for the purpose of
comparing your fingerprints to other fingerprints in the FBI’s Next Generation Identification (NGI) system or its
successor systems (including civil, criminal, and latent fingerprint repositories) or other available records of the
employing, investigating, or otherwise responsible agency. The FBI may retain your fingerprints and associated
information/biometrics in NGI after the completion of this application and, while retained, your fingerprints may
continue to be compared against other fingerprints submitted to or retained by NGI.

Routine Uses: During the processing of this application and for as long thereafter as your fingerprints and
associated information/biometrics are retained in NGI, your information may be disclosed pursuant to your
consent, and may be disclosed without your consent as permitted by the Privacy Act of 1974 and all applicable
Routine Uses as may be published at any time in the Federal Register, including the Routine Uses for the NGI
system and the FBI’s Blanket Routine Uses. Routine uses include, but are not limited to, disclosures to:
employing, governmental or authorized non-governmental agencies responsible for employment, contracting
licensing, security clearances, and other suitability determinations; local, state, tribal, or federal law enforcement
agencies; criminal justice agencies; and agencies responsible for national security or public safety.

As of 3/30/2018
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Personnel 4300 P
EMPLOYMENT AND STUDENT TEACHER CHECKS

As set forth below, each applicant for a position with the district, and each student who is enrolled in a
teacher preparation program, as defined in section 10-10a of the Connecticut General Statutes, and
completing his or her student teaching experience in the district, shall be asked to provide in writing: (1)
whether he/she has ever been convicted of a crime; (2) whether there are any criminal charges pending
against him/her at the time of the application and, if charges are pending, to state the charges and the court in
which such charges are pending; and (3) whether the applicant is included on the Abuse and Neglect Registry
of the Connecticut Department of Children and Families (“DCE”) (the “Registry”). If the applicant’s current
or most recent employment occurred out of state, the applicant will also be asked whether he/she 1s included
on an equivalent database and/or abuse/neglect registry maintained in that other state. Applicants shall not be
required to disclose any arrest, criminal charge or conviction that has been erased.

In addition, the district shall conduct an employment history check for each applicant for a position, as set
forth below.

For the purposes of this policy:

“Sexual misconduct” means any verbal, nonverbal, written, or electronic communication, or any other act
directed toward or with a student that is designed to establish a sexual relationship with the student, including
a sexual invitation, dating or soliciting a date, engaging in sexual dialog, making sexually suggestive
comments, self-disclosure or physical exposure of a sexual or erotic nature, and any other sexuval, indecent,
or erotic contact with a student.

“Abuse or neglect” means abuse or neglect as described in Conn. Gen. Stat, § 46b-120, and includes any
violation of Conn. Gen. Stat. §§ 53a-70 (sexual assault in the first degree), 53a-70a (aggravated sexual assault
in the first degree), 53a-71 (sexual assault in the second degree), 53a-72a (sexual assault in the third degree),
53a-72b (sexual assault in the third degree with a firearm), or 53a-73a (sexual assault in the fourth degree).

“Former employer” means any person, firm, business, educational institution, nonprofit agency, corporation,
limited liability company, the state, any political subdivision of the state, any governmental agency, or any
other entity that such applicant was employed by during any of the previous twenty years prior to applying
for a position with a local or regional board of education.

1. Employment History Check Procedures

A, The district shall not offer employment to an applicant for a position, including any position
that is contracted for, if such applicant would have direct student contact, prior to the district:
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L. Requiring the applicant:

4. to list the name, address, and telephone number of each current employer or
former employer (please note the definition of “former employer” above,
including the applicable twenty year reporting period) during any of the
previous twenty years, if:

(i) such current or former employer is/was a local or regional board of
education, council of a state or local charter school, interdistrict magnet
school operator, or a supervisory agent of a nonpublic school, and/or

(i)  the applicant’s employment with such current or former employer
caused the applicant to have contact with children,

b. to submit a written authorization that

(i) consents to and authorizes disclosure by the employers listed under
paragraph I.A.1.a of this policy of the information requested under

paragraph I.A.2 of this policy and the release of related records by such
employers,

(11) consents to and authorizes disclosure by the Department of Education of
the information requested under paragraph 1.A.3 of this policy and the
release of related records by the department, and

(iti)  releases those employers and the Department of Education from liability
that may arise from such disclosure or release of records pursuant to
paragraphs I.A.2 or I.A.3 of this policy; and

c. to submit a written statement of whether the applicant

() has been the subject of an abuse or neglect or sexual misconduct
investigation by any employer, state agency or municipal police
department, unless the investigation resulted in a finding that all
allegations were unsubstantiated,

(i)  has ever been disciplined or asked to resign from employment or
resigned from or otherwise separated from any employment while an
allegation of abuse or neglect was pending or under investigation by
DCF, or an allegation of sexual misconduct was pending or under
investigation or due to an allegation substantiated pursuant to Conn. Gen.
Stat. § 17a-101g of abuse or neglect, or of sexual misconduct or a
conviction for abuse or neglect or sexual misconduct, or

(iii)  has ever had a professional or occupational license or certificate
suspended or revoked or has ever surrendered such a license or
certificate while an allegation of abuse or neglect was pending or under
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investigation by DCF or an investigation of sexual misconduct was
pending or under investigation, or due to an allegation substantiated by
DCEF of abuse or neglect or of sexual misconduct or a conviction for
abuse or neglect or sexual misconduct;

2. Conducting a review of the employment history of the applicant by contacting those
employers listed by the applicant under paragraph I.A.1.a of this policy. Such review
shall be conducted using a form developed by the Department of Education, which shall
request the following:

a. the dates employment of the applicant, and
b. a statement as to whether the employer has knowledge that the applicant:
(1) was the subject of an allegation of abuse or neglect or sexual misconduct

for which there is an investigation pending with any employer, state
agency, or municipal police department or which has been substantiated;

(i1) was disciplined or asked to resign from employment or resigned from or
otherwise separated from any employment while an allegation of abuse
or neglect or sexual misconduct was pending or under investigation, or
due to a substantiation of abuse or neglect or sexual misconduct; or

(iif)  has ever had a professional or occupational license, certificate,
authorization or permit suspended or revoked or has ever surrendered
such a license, certificate, authorization or permit while an allegation of
abuse or neglect or sexual misconduct was pending or under
investigation, or due to a substantiation of abuse or neglect or sexual
misconduct. Such review may be conducted telephonically or through
written communication. Notwithstanding the provisions of subsection (g)
of Conn, Gen. Stat. § 31-51i, not later than five (5) business days after
the district receives a request for such information about an employee or
former employee, the district shall respond with such information. The
district may request more information concerning any response made by
a current or former employer for information about an applicant, and,
notwithstanding subsection (g}, such employer shall respond not later
than five (5) business days after receiving such request.

3. Requesting information from the Department of Education concerning:

a. the eligibility status for employment of any applicant for a position requiring a
certificate, authorization or permit,

b. whether the Department of Education has knowledge that a finding has been
substantiated by DCF pursuant to Conn. Gen. Stat. § 17a-101g of abuse or
neglect or of sexual misconduct against the applicant and any information
concerning such a finding, and
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c. whether the Department of Education has received notification that the applicant
has been convicted of a crime or of criminal charges pending against the
applicant and any information concerning such charges,

B. Notwithstanding the provisions of subsection (g) of Conn. Gen. Stat. § 31-51i, if the district
receives information that an applicant for a position with or an employee of the board has been
disciplined for a finding of abuse or neglect or sexual misconduct, it shall notify the
Department of Education of such information,

C. The district shall not employ an applicant for a position involving direct student contact who
does not comply with the provisions of paragraph I.A.1 of this policy.

D. The district may employ or contract with an applicant on a temporary basis for a period not to

exceed ninety (90) calendar days, pending the district’s review of information received under
this section, provided:

1. The applicant complied with paragraph I.A.1 of this policy;

2. The district has no knowledge of information pertaining to the applicant that would
disqualify the applicant from employment with the district; and

3. The applicant affirms that the applicant is not disqualified from employment with the
district.
E. The district shall not enter into a collective bargaining agreement, an employment contract, an

agreement for resignation or termination, a severance agreement, or any other contract or
agreement or take any action that:

1. Has the effect of suppressing information relating to an investigation of a report of
suspected abuse or neglect or sexual misconduct by a current or former employee;

2. Affects the ability of the district to report suspected abuse or neglect or sexual
misconduct to appropriate authorities; or

3. Requires the district to expunge information about an allegation or a finding of
suspected abuse or neglect or sexual misconduct from any documents maintained by the
district, unless, after investigation, such allegation is dismissed or found to be false.

F. The district shall not offer employment to a person as a substitute teacher, unless such person
and the district comply with the provisions of paragraph I.A.1 of this policy. The district shall
determine which such persons are employable as substitute teachers and maintain a list of such
persons. The district shall not hire any person as a substitute teacher who is not on such fist.
Such person shall remain on such list as long as such person is continuously employed by the
district as a substitute teacher, as described in paragraph II1.B.2 of this policy, provided the

district does not have any knowledge of a reason that such person should be removed from
such list.
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In the case of an applicant who is a contractor, the contractor shall require any employee with
such contractor who would be in a position involving direct student contact to supply to such
contractor all the information required of an applicant under paragraphs I.A.1.a and I.A.1.c of
this policy and a written authorization under paragraph I.A.1.b of this policy. Such contractor
shall contact any current or former employer (please note the definition of “former employer”
above, including the applicable twenty year reporting period) of such employee that was a local
or regional board of education, council of a state or local charter school, interdistrict magnet
school operator, or a supervisory agent of a nonpublic school, or if the employee’s
employment with such current or former employer caused the employee to have contact with
children, and request, either telephonically or through written communication, any information
concerning whether there was a finding of abuse or neglect or sexual misconduct against such
employee. Notwithstanding the provisions of subsection (g) of Conn. Gen. Stat. § 31-51i,
such employer shall report to the contractor any such finding, either telephonically or through
written communication. If the contractor receives any information indicating such a finding or
otherwise receives any information indicating such a finding or otherwise has knowledge of
such a finding, the contractor shall, notwithstanding the provisions of subsection (g) of Conn.
Gen. Stat. § 31-511, immediately forward such information to the district, either telephonically
or through written communication. If the district receives such information, it shall determine
whether such employee may work in a position involving direct student contact at any school in
the district. No determination by the district that any such employee shall not work under any
such contract in any such position shall constitute a breach of such contract,

Any applicant who knowingly provides faise information or knowingly fails to disclose
information required in subdivision (1) of subsection (A) of this section shall be subject to
discipline by the district that may include

1. denial of employment, or

2. termination of the contract of a certified employee, in accordance with the provisions of
Conn. Gen. Stat, § 10-151.

If the district provides information in accordance with paragraph I.A.2 or 1.G of this policy,
the district shall be immune from criminal and civil liability, provided the district did not
knowingly supply false information.

Notwithstanding the provisions of Conn. Gen. Stat. § 10-151c and subsection (g) of Conn.
Gen. Stat. § 31-511, the district shall provide, upon request by another local or regional board
of education, governing council of a state or local charter school, interdistrict magnet school
operator, or supervisory agent of a nonpublic school for the purposes of an inquiry pursuant to
paragraphs I.A.2 or L.G of this policy or to the Commissioner of Education pursuant to
paragraph 1B of this policy any information that the district has concerning a finding of abuse
or neglect or sexual misconduct by a subject of any such inquiry.

Prior to offering employment to an applicant, the district shall make a documented good faith
effort to contact each current and any former employer (please note the definition of “former
employer” employer above, including the applicable twenty year reporting period) of the
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applicant that was a local or regional board of education, governing council of a state or local
charter school, interdistrict magnet school operator, or supervisory agent of a nonpublic
school, or if the applicant’s employment with such current or former employer caused the
applicant to have contact with children in order to obtain information and recommendations
that may be relevant to the applicant’s fitness for employment. Such effort, however, shall not
be construed to require more than three telephonic requests made on three separate days.

L. The district shall not offer employment to any applicant who had any previous employment
contract terminated by a local or regional board of education, council of a state or local charter
school, interdistrict magnet school operator, or a supervisory agent of a nonpublic school, or
who resigned from such employment, if the person has been convicted of a violation of Conn.
Gen. Stat. § 17a-101a, when an allegation of abuse or neglect or sexual assault has been
substantiated.

DCF Registry Checks

Prior to hiring any person for a position with the district, and before a student who is enrolled in a
teacher preparation program, as defined in section 10-10a of the Connecticut General Statutes, and
completing his or her student teaching experience with the district, begins such student teaching
experience, the district shall require such applicant or student to submit to a records check of
information maintained on the Registry concerning the applicant.

For any applicant whose current or most recent employment occurred out of state, the district shall
request that the applicant provide the district with authorization to access information maintained
concerning the applicant by the equivalent state agency in the state of most recent employment, if such
state maintains information about abuse and neglect and has a procedure by which such information
can be obtained. Refusal fo permit the district to access such information shall be considered grounds
for rejecting any applicant for employment.

The district shall request information from the Registry, or its out of state equivalent, promptly and in

any case no later than thirty (30) calendar days from the date of employment. Registry checks will be
processed according to the following procedure:

A. No later than ten (10) calendar days after the Superintendent or his/her designee has notified a
job applicant of a decision to offer employment to the applicant, or as soon thereafter as
practicable, the Superintendent or designee will either obtain the information from the Registry
or, if the applicant’s consent is required to access the information, will supply the applicant
with the release form utilized by DCF, or its out of state equivalent when available, for
obtaining information from the Registry.

B. If consent is required to access the Registry, no later than ten (10) calendar days after the
Superintendent or his/her designee has provided the successful job applicant with the form, the
applicant must submit the signed form to DCF, or its out of state equivalent, with a copy to the
Superintendent or his/her designee. Failure of the applicant to submit the signed form to DCE
or its out of state equivalent within such ten-day period, without good cause, will be grounds
for the withdrawal of the offer of employment.
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Upon receipt of Registry or out-of-state registry information indicating previously undisclosed
information concerning abuse or neglect investigations concerning the successful job
applicant/employee, the Superintendent or his/her designee will notify the affected
applicant/employee in writing of the results of the Registry check and will provide an
opportunity for the affected applicant/employee to respond to the results of the Registry check.

If notification is received by the Superintendent or designee that that the applicant is listed as a
perpetrator of abuse or neglect on the Registry, the Superintendent or designee shall provide
the applicant with an opportunity to be heard regarding the results of the Registry check. If
warranted by the results of the Registry check and any additional information provided by the
applicant, the Superintendent or designee shall revoke the offer of employment and/or

terminate the applicant’s employment if he or she has already commenced working for the
district.

IiT. Criminal Records Check Procedure

A,

Each person hired by the district shall be required to submit to state and national criminal
record checks within thirty (30} calendar days from the date of employment. Each student who
is enrolled in a teacher preparation program, as defined in section 10-10a of the Connecticut
General Statutes, and completing his or her student teaching experience with the district, shall
be required to submit to state and national criminal record checks within sixty {60) calendar
days from the date such student begins to perform such student teaching experience. Record
checks will be processed according to the following procedure:*

1. No later than five (5) calendar days after the Superintendent or his/her designee has
notified a job applicant of a decision to hire the applicant, or as soon thereafier as
practicable, the Superintendent or his/her designee will provide the applicant with a
packet containing all documents and materials necessary for the applicant to be
fingerprinted by the Connecticut State Department of Emergency Services and Public
Protection. This packet shall also contain all documents and materials necessary for the
police department to submit the completed fingerprints to the State Police Bureau of
Identification for the processing of state and national criminal record checks. The
Superintendent or his/her designee will also provide each applicant with the following
notifications before the applicant obtains his/her fingerprints: (1) Agency Privacy
Requirements for Noncriminal Justice Applicants; (2) Noncriminal Justice Applicant’s
Privacy Rights; (3) and the Federal Bureau of Investigation, United States Department
of Justice Privacy Act Statement.

2. No later than ten (10) calendar days after the Superintendent or his/her designee has
provided the successful job applicant with the fingerprinting packet, the applicant must
arrange to be fingerprinted by the Connecticut State Department of Emergency Services
and Public Protection. Failure of the applicant to have his/her fingerprints taken within
such ten-day period, without good cause, will be grounds for the withdrawal of the
offer of employment.

3. Any person for whom criminal records checks are required to be performed pursuant to
this policy must pay all fees and costs associated with the fingerprinting process and/or
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the submission or processing of the requests for criminal record checks. Fees and costs
associated with the fingerprinting process and the submission and process of requests
are watved for student teachers, in accordance with state law.

4. Upon receipt of a criminal record check indicating a previously undisclosed conviction,
the Superintendent or his/her designee will notify the affected applicant/employee in
writing of the results of the record check and will provide an opportunity for the
affected applicant/employee to respond to the results of the criminal record check. The
affected applicant/employee may notify the Superintendent or his/her designee in
writing within five (5) calendar days that the affected applicant/employee will challenge
his/her criminal history record check, Upon written notification to the Superintendent
or his/her designee of such a challenge, the affected applicant/employee shall have ten
(10} calendar days to provide the Superintendent or his/her designee with necessary
documentation regarding the affected applicant/employee’s record challenge, The
Superintendent or his/her designee may grant an extension to the preceding ten-day
period during which the affected applicant/employee may provide such documentation
for good cause shown.

5. Decisions regarding the effect of a conviction upon an applicant/employee, whether
disclosed or undisclosed by the applicant/employee, will be made on a case-by-case
basis. Notwithstanding the foregoing, the falsification or omission of any information
on a job application or in a job interview, inchuding but not limited to information
concerning criminal convictions or pending criminal charges, shall be grounds for
disqualification from consideration for employment or discharge from employment.

6. Notwithstanding anything in paragraph III.A.5 of this Policy, above, no decision to
deny employment or withdraw an offer of employment on the basis of an
applicant/employee’s criminal history record shall be made without affording the
applicant/employee the opportunities set forth in paragraph III.A.4 of this Policy,
above.

B. Criminal Records Check for Substitute Tea;:hel's:

A substitute teacher who is hired by the district must submit to state and national criminal
history record checks according to the procedures outlined above, subject to the following:

1. If the state and national criminal history record checks for a substitute teacher have
been completed within one year prior to the date the district hired the substitute teacher,
and if the substitute teacher arranged for such prior criminal history record checks to be
forwarded to the Superintendent, then the substitute teacher will not be required to
submit to another criminal history record check at the time of such hire.

2. If a substitute teacher submitted to state and national criminal history record checks
upon being hired by the district, then the substitute teacher will not be required to
submit to another criminal history record check so long as the substitute teacher is
continuously employed by the district, that is, employed for at least one day of each
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IV.

school year, by the district, provided a substitute teacher is subjected to such checks at
least once every five years.

Sex Offender Registry Checks

School district personnel shall cross-reference the Connecticut Department of Public Safety’s sexual
offender registry prior to hiring any new employee and before a student who is enrolled in a teacher
preparation program, as defined in section 10-10a of the Connecticut General Statutes, and completing
his or her student teaching experience with the district, begins such student teaching experience,
Registration as a sexual offender constitutes grounds for denial of employment opportunities and
opportunities to perform student teaching experiences in the school district.

Credit Checks

The district may also ask a prospective employee for a credit report for employment for certain district
positions, where the district’s receipt of a credit report is substantially related to the employee’s
potential job. Substantially related is defined to mean “the information contained in the credit report is
related to the position for which the employee or prospective employee who is the subject of the report
is being evaluated.” Prior to asking for a credit report, the district will determine whether the position
falls within one of the categories as described in this paragraph. The position must: (1) be a
managerial position which involves setting the direction or control of the district; (2) involve access to
employees’ personal or financial information; (3) involve a fiduciary responsibility to the district,
including, but not limited to, the authority to issue payments, collect debts, transfer money or enter
into contracts; (4) provide an expense account or district debit or credit card; or (5) involve access to
the district’s nonfinancial assets valued at two thousand five dollars or more.

When a credit report will be requested as part of the employment process, the district will provide
written notification to prospective employee regarding the use of credit checks. That notification must
be provided in a document separate from the employment application. The notification must state that
the district may use the information in the consumer credit report to make decisions related to the
individual’s employment.

The district will obtain consent before performing the credit or other background checks. If the
district intends to takes an action adverse to a potential employee based on the results of a credit
report, the district must provide the prospective employee with a copy of the report on which the
district relied in making the adverse decision, as well as a copy of “A Summary of Your Rights Under
the Tair Credit Reporting Act,” which should be provided by the company that provides the results of
the credit check. The district will notify the prospective employee either orally, in writing or via
electronic means that the adverse action was taken based on the information in the consumer report.
That notice must include the name, address and phone number of the consumer reporting company
that supplied the credit report; a statement that the company that supplied the report did not make the
decision to take the unfavorable action and cannot provide specific reasons for the district’s actions:
and a notice of the person’s right to dispute the accuracy or completeness of any information the
consumer reporting company furnished, and to get an additional free report from the company if the
person asks for it within sixty (60) calendar days.
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VI

VII.

VIIL

Notice of Conviction

If, at any time, the district receives notice of a conviction of a crime by a person holding a certificate,
authorization or permit issued by the State Board of Education, the district shall send such notice to
the State Board of Education. In complying with this requirement, the district shall not disseminate
the results of any national criminal history records check.

School Nurses

School nurses or nurse practitioners appointed by, or under contract with, the district shall also be
required to submit to a criminal history records check in accordance with the procedures outlined
above,

Personal Online Accounts

For purposes of these Administrative Regulations, “personal online account” means any online
account that is used by an employee or applicant exclusively for personal purposes and unrelated to
any business purpose of the district, including, but not limited to, electronic mail, social media and
retail-based Internet web sites. “Personal online account” does not include any account created,
maintained, used or accessed by an employee or applicant for a business purpose of the district.

A. During the course of an employment check, the district may not:

1. request or require that an applicant provide the district with a user name and password,
password or any other authentication means for accessing a personal online account;

2. request or require that an applicant authenticate or access a personal online account in
the presence of the district; or

3. require that an applicant invite a supervisor employed by the district or accept an
invitation from a supervisor employed by the district to join a group affiliated with any
personal online account of the applicant,

B. The district may request or require that an applicant provide the district with a user name and
password, password or any other authentication means for accessing:

L. any account or service provided by district or by virtue of the applicant’s employment
relationship with the district or that the applicant uses for the district’s business
purposes, or

2. any electronic communications device supplied or paid for, in whole or in part, by the
district.
C. In accordance with applicable law, the district maintains the right to require an applicant to

allow the district to access his or her personal online account, without disclosing the user name
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and password, password or other authentication means for accessing such personal online
account, for the purpose of:

1. conducting an investigation for the purpose of ensuring compliance with applicable state
or federal laws, regulatory requirements or prohibitions against work-related employee
misconduct based on the receipt of specific information about activity on an applicant’s
personal online account; or

2, conducting an investigation based on the receipt of specific information about an
applicant’s unauthorized transfer of the district’s proprietary information, confidential
information or financial data to or from a personal online account operated by an
applicant or other source,

IX.  Policy Inapplicable to Certain Individuals

This policy shall also not apply to:
A, A student employed by the district who attends a district school.
B. A person employed by the district as a teacher for a noncredit adult class or adult
education activity, as defined in Conn. Gen, Stat. § 10-67, who is not required fo hold a

teaching certificate pursuant to Conn. Gen. Stat. § 10-145b for his or her position.

X. Falsification of Records

Notwithstanding any other provisions of this policy, the falsification or omission of any information on a job
application or in a job interview, including but not limited to information concerning abuse or neglect
investigations or pending criminal applications, shall be grounds for disqualification from consideration for
employment or discharge from employment.
Legal References: Conn. Gen. Stat. § 10-212

Conn. Gen. Stat, § 10-221d

Conn. Gen, Stat, § 10-222¢

Conn. Gen. Stat. § 31-40x

Conn. Gen. Stat, § 31-51i

Conn. Gen, Stat, § 31-51tt

Elementary and Secondary Education Act, reauthorized as the Every Student
Succeeds Act, Pub. L. 114-95, codified at 20 U.S.C.§ 1001 et seq.

Fair Credit Reporting Act, 15 U.S.C. § 1681 et seq.
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Agency Privacy Requirements for Noncriminal Justice Applicants

Authorized governmental and non-governmental agencies/officials that conduct a national fingerprint-based
criminal history record check on an applicant for a noncriminal justice purpose (such as employment or a license,
immigration or naturalization matter, security clearance, or adoption) arc obligated to ensure the applicant is
provided certain notices and that the results of the check are handled in a manner that protects the applicant’s
privacy. All notices must be provided in writing.! These obligations are pursuant to the Privacy Act of 1974,
Title 5, United States Code (U.S.C.), Section 552a, and Title 28, Code of Federal Regulations (CFR), Section
50.12, among other authorities.

e Officials must ensure that each applicant receives an adequate written FBI Privacy Act Statement (dated 2013 or
later) when the applicant submits his/her fingerprints and associated personal information.?

e Officials must advise all applicants in writing that procedures for obtaining a change, correction, or update of an
FBI criminal history record are set forth at 28 CFR 16.34. Information regarding this process may be found at
https://www.fbi.gov/services/cjis/identity-history-summary-checks and hitps://www.edo.cjis.gov.

e Officials must provide the applicant the opportunity to complete or challenge the accuracy of the information in the
FBI criminal history record.

e Officials should not deny the employment, Iicense, or other benefit based on information in the FBI criminal history
record until the applicant has been afforded a reasonable time to correct or complete the record or has declined to
do so.

e Officials must use the criminal history record for authorized purposes only and cannot retain or disseminate it in

violation of federal statute, regulation or executive order, or rule, procedure or standard established by the National
Crime Prevention and Privacy Council *

The FBI has no objection to officials providing a copy of the applicant’s FBI criminal history record to the
applicant for review and possible challenge when the record was obtained based on positive fingerprint
identification. If agency policy permits, this courtesy will save the applicant the time and additional FBI fee to
obtain his/her record directly from the FBI by following the procedures found at 28 CFR 16.30 through 16.34. It
will also allow the officials to make a more timely determination of the applicant’s suitability.

Each agency should establish and document the process/procedures it utilizes for how/when it gives the applicant
the FBI Privacy Act Statement, the 28 CFR 50.12 notice, and the opportunity to correct his/her record. Such
documentation will assist State and/or FBI auditors during periodic compliance reviews on use of criminal history
records for noncriminal justice purposes.

If you need additional information or assistance, contact:

Connecficut Records: Out-of-State Records:
Department of Emergency Services and Public Protection Agency of Record
State Police Bureau of Identification (SPBI) OR
11131 Country Club Road FBI CJIS Division-Summary Request
Middletown, CT (6457 1000 Custer Hollow Road
860-685-8480 Clarksburg, West Virginia 26306

Noncriminal Justice Applicant’s Privacy Rights

b written notification includes electronic notification, but excludes oral notification.

% See hitps://www.tbi.gov/services/cjis/compact-council/privacy-act-statement

? See 5 U.S.C. 552a(b); 28 U.S.C. 534(b); 34 U.S.C. § 40316 (formerly cited as 42 U.S.C. § 14616), Article 1V{c); 28 CFR 20.21{c),
20.33(d), 50.12(b) and 906.2(d).
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As an applicant who is the subject of a national fingerprint-based criminal history record check for a noncriminal justice
purpose {such as an application for a job or license, an immigration or naturalization matter, security clearance, ot
adoption), you have certain rights which are discussed below. All notices must be provided to you in writing.* These
obligations are pursuant to the Privacy Act of 1974, Title 5, United States Code (U.S.C.) Section 552a, and Title 28 Code
of Federal Regulations (CFR), 50.12, among other authorities.

You must be provided an adequate written FBI Privacy Act Statement (dated 2013 or later) when you submit your
fingerprints and associated person information. This Privacy Act Statement must explain the authority for
collecting your fingerprints and associated information and whether your fingerprints and associated information
will be searched, shared, or retained.’

e You must be advised in writing of the procedures for obtaining a change, correction, or updating of your criminal
history record as set forth at 28 CFR 16.34.

e You must be provided the opportunity to complete or challenge the accuracy of the information in your FBI
criminal history record (if you have such a record).

e Ifyou have a criminal history record, you should be afforded a reasonable amount of time to correct or complete
the record (or decline o do so) before the officials deny you the employment, lcense, or other benefit based on
information in the criminal history record.

e If agency policy permits, the officials may provide you with a copy of your FBI criminal history record for review
and possible challenge. If agency policy does not perniit it to provide you a copy of the record, you may obtain a
copy of the record by submitting fingerprints and a fee to the FBI. Information regarding this process may be
obtained at http://www fbi.gov/services/cjis/identity-history-summary-checks and hitps://www.edo.cjis.gov.

o If you decide to challenge the accuracy or completeness of your FBI criminal history record, you should send
your challenge to the agency that contributed the questioned information to the FBI. Alternatively, you may send
your challenge directly to the FBI by submitting a request via https://www.edo.cjis.gov. The FBI will then
forward your challenge to the agency that contributed the questioned information and request the agency to verify
or correct the challenged entry. Upon receipt of an official communication from that agency, the FBI will make
any necessary changes/corrections o your record in accordance with the information supplied by that agency.
(See 28 CFR 16.30 through 16.34)

e You have the right to expect that officials receiving the results of the criminal history record check will use it only
for authorized purposes and will not retain or disseminate it in violation of federal statute, regulation or executive
otder, or rule, procedure or standard established by the National Crime Prevention and Privacy Compact Council.®

e Ifyou need additional information or assistance, please contact:

Connecticut Records: Out-of-State Records:

Department of Emergency Services and Public Protection Agency of Record

State Police Bureau of Identification (SPRBI) OR

1111 Country Club Road FBI CJIS Division-Summary Reguest
Middletown, C'T 06457 1080 Custer Hollow Road
860-685-8480 Clarksburg, West Virginia 26306

* Written notification includes electronic notification, but excludes oral notification.
3 hitps://www.fbi.gov/services/cjis/compact-council/privacy-act-statement

% See 5 U.S.C. 552a(b); 28 U.5.C. 534(b); 34 U.S.C. § 40316 (formerly cited as 42 U.S.C. § 14616), Article 1V(c); 28 CFR 20.21(c),
20.33(d), 50.12(b} and 906.2(d).
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Federal Bureau of Investigation
Privacy Act Statement

This privacy act statement is located on the back of the FD-258 fingerprint card.

Authority: The FBI's acquisition, preservation, and exchange of fingerprints and associated information is
generally authorized under 28 U.S.C. 534, Depending on the nature of your application, supplemental authorities
include Federal statutes, State statutes pursuant to Pub, L. 92-544, Presidential Executive Orders, and federal
regulations. Providing your fingerprints and associated information is voluntary; however, failure to do so may
affect completion or approval of your application.

Principal Purpose: Certain determinations, such as employment, licensing, and security clearances, may be
predicated on fingerprint-based background checks. Your fingerprints and associated information/biometrics may
be provided to the employing, investigating, or otherwise responsible agency, and/or the FBI for the putpose of
comparing your fingerprints fo other fingerprints in the FBI’s Next Generation Identification (NGI) system or its
successor systems (including civil, criminal, and latent fingerprint repositories) or other available records of the
employing, investigating, or otherwise responsible agency. The FBI may retain your fingerprints and associated
information/biometrics in NGI after the completion of this application and, while retained, your fingerprints may
continue to be compared against other fingerprints submitted to or retained by NGI,

Routine Uses: During the processing of this application and for as long thereafter as your fingerprints and
associated information/biometrics are retained in NGI, your information may be disclosed pursuant {o your
consent, and may be disclosed without your consent as permitted by the Privacy Act of 1974 and all applicable
Routine Uses as may be published at any time in the Federal Register, including the Routine Uses for the NGI
system and the FBI’s Blanket Routine Uses. Routine uses include, but are not limited to, disclosures to:
employing, governmental or authorized non-governmental agencies responsible for employment, contracting
licensing, security clearances, and other suitability determinations; local, state, tribal, or federal law enforcement
agencies; criminal justice agencies; and agencies responsible for national security or public safety.

As of 3/30/2018

15
238834v19 © 2020 Shipman & Goodwin LLP, All rights reserved.




Personnel 4600 P

NON-DISCRIMINATION

The Branford Board of Education (the “Board”) will not make employment
decisions (including decisions related to hiring, assignment, compensation, promotion,
demotion, disciplinary action and termination) on the basis of race, color, religion, age,
sex, marital status, sexual orientation, national origin, alienage, ancestry, disability,
pregnancy, genetic information, veteran status, or gender identity or expression, except
in the case of a bona fide occupational qualification.

It is the policy of the Board that any form of discrimination or harassment on
the basis of race, color, religion, age, sex, marital status, sexual orientation, national
origin, alienage, ancestry, disability, pregnancy, genetic information, veteran status, or
gender identity or expression, or any other basis prohibited by state or federal law is
prohibited, whether by students, Board employees or third parties subject to the control
of the Board. The Board’s prohibition of discrimination or harassment in its
educational programs or activities expressly extends to academic, nonacademic and
exiracurricular activities, including athletics. It is also the policy of the Board of
Education to provide for the prompt and equitable resolution of complaints alleging any
discrimination or harassment on the basis of protected characteristics such as race,
color, religion, age, sex, sexual orientation, marital stafus, national origin, alienage,
ancestry, disability, pregnancy, genetic information, veteran status, or gender identity
Or expression.

For the purposes of this policy, “genetic information” means the information
about genes, gene products, or inherited characteristics that may derive from an
individual or a family member. “Genetic information” may also include an individuals’
family medical history, the results of an individual’s or family member’s genetic tests,
the fact that an individual or an individual’s family member sought or received genetic
services, and genetic information of a fetus carried by an individual or an individual’s
family member or an embryo lawfully held by an individual or family member
receiving assistive reproductive services.

For the purposes of this policy, “veteran” means any person honorably
discharged from, released under honorable conditions from or released with an other
than honorable discharge based on a qualifying condition from active service in, the
United States Army, Navy, Marine Corps, Coast Guard and Air Force and any reserve
component thereof, including the Connecticut National Guard. “Qualifying condition”
means (A) a diagnosis of post-traumatic stress disorder or traumatic brain injury made
by an individual licensed to provide health care services at a United States Department
of Veterans Affairs facility, (B) an experience of military sexual trauma disclosed to an
individual licensed to provide health care services at a United States Department of
Veterans Affairs facility, or (C) a determination that sexual orientation, gender identity,
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or gender expression was more likely than not the primary reason for an other than
honorable discharge, as determined in accordance with Conn. Gen. Stat. §§ 27-103(c),

(d).

For the purposes of this policy, “gender identity or expression” means a
person's gender-related identity, appearance or behavior, whether or not that
gender-related identity, appearance or behavior is different {rom that traditionally
associated with the person's physiology or assigned sex at birth, which gender-related
identity can be shown by providing evidence including, but not limited to, medical
history, care or treatment of the gender-related identity, consistent and uniform
assertion of the gender-related identity or any other evidence that the gender-related
identity is sincerely held, part of a person's core identity or not being asserted for an
improper purpose.

For the purposes of this policy, “race” is inclusive of ethnic traits historically
associated with race, including but not limited to, hair texture and protective hairstyles.
“Protective hairstyles” includes, but is not limited to, wigs, headwraps and hairstyles
such as individual braids, cornrows, locs, twists, Bantu knots, afros and afro puffs.

Any employee wishing to file a complaint regarding discrimination or
harassment may obtain a copy of the Board’s complaint procedures and complaint form,
which are included in the Board’s Administrative Regulations Regarding
Non-Discrimination/Personnel. These regulations accompany Board Policy 4600
Non-Discrimination Personnel and are available online at www . branfordschools.org or
upon request from the main office of any district school.

If a complaint involves allegations of discrimination or harassment based
on reasons such as gender/sex, gender identity, sexual orientation, disability, or
pregnancy, such complaints will be handled under other appropriate policies (e.g.,
Policy 4650 Sex Discrimination and Sexual Harassment in the Workplace (Personnel),
Policy 4625 Section 504/ADA (Personnel)).

Any employee also may file a complaint with the Office for Civil Rights, U.S.
Department of Education (“OCR”):

Office for Civil Rights, Boston Office

U.S. Department of Education

8th Floor

5 Post Office Square

Boston, MA 02109- 3921

(617-289-0111)
http://www2.ed.gov/about/offices/list/ocr/docs/howto. html

Employees may also file a complaint regarding employment discrimination or
harassment with the Equal Employment Opportunity Commission:

-2 .
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Equal Employment Opportunity Commission, Boston Area Office
John F. Kennedy Federal Building

475 Government Center

Boston, MA 02203

(800-669-4000)

Employees may also file a complaint with the Connecticut Commission on Human
Rights and Opportunities:

Connecticut Commission on Human Rights and Opportunities

450 Columbus Blvd.

Hartford, CT 06103-1835

(860-541-3400 or Connecticut Toll Free Number 1-800-477-5737)

Anyone who has questions or concerns about this policy, and/or who may wish
to request or discuss accommodations based on religion, and/or who would like a copy
of the Board’s complaint procedures or complaint forms related to claims of
discrimination or harassment, may contact:

Human Resources Manager
Branford Public Schools
185 Damascus Road
Branford, CT 06405

(203) 315-7806
HE@branfordschogls, ore

Anyone who has questions or concerns about the Board's policies regarding
discrimination or harassment on the basis of gender/sex, gender identity, or sexual
orientation may contact the Board’s Title IX Coordinator:

Assistant Superintendent
Branford Public Schools

185 Damascus Road

Branford, CT 06405

(203) 315-7811
BPStitleSbranfordschools . ore

Anyone who has questions or concerns about the Board’s policies regarding
discrimination or harassment on the basis of disability, and/or who may wish to request
or discuss accommodations for a disability, may contact the Board’s Section 504/ADA
Coordinator:

Director of Student Services
Department of Student Services
12 Melrose Avenue

Branford, CT 06405

_3-
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S04-ADA@brantordschools.orng

Legal References:

Title VI of the Civil Rights Act of 1964, 42 U.S.C. § 20004 et seq.

Title VI of the Civil Rights Act of 1964, 42 U.5.C. § 2000¢e et seq.

Title IX of the Education Amendments of 1972, 20 U.S.C. § 1681 et seq.

Age Discrimination in Employment Act, 29 U.S.C. § 621 et seq.

Americans with Disabilities Act, 42 U.S8.C. § 12101

Section 504 of the Rehabilitation Act of 1973, 29 U.S.C. § 794

Title II of the Genetic Information Nondiscrimination Act of 2008,
Pub.L.110-233, 42 U.8.C. § 20001f; 29 CFR 1635.1 et seq.

Connecticut General Statutes § 1-1n, “Gender Identity or Expression”
defined

Connecticut General Statutes § 10-153, Discrimination on the basis of
sex, gender or expression or marital status prohibited

Connecticut General Statutes § 27-103

Connecticut General Statutes § 46a-51, Definitions

Connecticut General Statutes § 462-58, Deprivation of rights

Connecticut Fair Employment Practices Act, Connecticut General
Statutes § 46a-60

Connecticut General Statutes § 46a-81a, Sexual orientation
diserimination: Definitions

Connecticut General Statutes § 46a-81c¢, Sexual orientation
discrimination: Employment

Public Act No. 21-79, “An Act Redefining “Veteran’ and Hstablishing a

Qualifying Review Board”

ADOPTED: 10-19-2022
REVISED:

61287202,

Y
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Personnel 4600R

ADMINISTRATIVE REGULATIONS REGARDING DISCRIMINATION
COMPLAINTS (PERSONNEL)

It is the policy of the Branford of Education (the “Board”) that any form of
diserimination or harassment on the basis of protected characteristics such as race,
color, religion, age, sex, sexual orientation, marital status, national origin, alienage,
ancestry, disability, pregnancy, genetic information, veteran status, or gender identity
or expression is forbidden, whether by students, Board employees or third parties
subject to the control of the Board. Students, Board employees and third parties are
expected to adhere to a standard of conduct that is respectful of the rights of all
members of the school community.

1t is the express policy of the Board to provide for the prompt and equitable resolution
of complaints alleging any discrimination or harassment on the basis of protected
characteristics such as race, color, religion, age, sex, sexual orientation, marital status,
national origin, alienage, ancestry, disability, pregnancy, genetic information, veteran
status, or gender identity or expression.

If a complaint involves allegations of discrimination or harassment based on reasons
such as gender/sex, gender identity, sexual orientation, disability, or pregnancy, such
complaints will be handled, as appropriate, in accordance with other Board policies
(e.g., Policy 4650 Sex Discrimination and Sexual Harassment in the Workplace
(Personnel), Policy 4625 Section 504/ADA (Personnel)).

Preferably, complaints should be filed within thirty (30) calendar days of the alleged
occurrence. Timely reporting of complaints facilitates the investigation and resolution
of such complaints. The district will investigate such complaints promptly and
equitably, and will take corrective action when allegations are verified.

The district will not tolerate any reprisals or refaliation that occur as a result of the
good faith reporting of charges of harassment or discrimination on the basis of race,
color, religion, age, sex, sexual orientation, marital status, national origin, alienage,
ancestry, disability, pregnancy, genetic information, veteran status, or gender identity
or expression. Any such reprisals or retaliation will result in disciplinary action against
the retaliator, and other corrective actions as appropriate.

The school district will periodically provide staff development for district
administrators and periodically distribute this policy and implementing administrative

regulations to staff and students in an effort to maintain an environment free of
harassment and discrimination.

Complaint Procedure

As soon as an individuai feels that he or she has been subjected to discrimination or

-5
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harassment on the basis of race, color, religion, age, sex, sexual orientation, marital
status, national origin, alienage, ancestry, disability, pregnancy, genetic information,
veteran status, or gender identity or expression he/she should make a written complaint
to the Superintendent or designee.

If the complaint being filed is against the Superintendent, the complaint should be filed
with the Board Chair, who will take appropriate steps, such as retaining an independent
investigator, to cause the matter to be investigated in a manner consistent with the
Board’s non-discrimination policy and regulation. If either the Superintendent or any
other party to the complaint is not satisfied with the findings and conclusions of the
investigation, within (30) calendar days of receiving the findings, such party may
present the complaint and written outcome to the Board Chair, who will take
appropriate steps, such as retaining an independent investigator different from the
investigator who investigated the complaint, to cause the matter to be reviewed in a
manner consistent with the Board’s non-discrimination policy and regulation.

The individual and any respondent (if applicable) will be provided a copy of the
Board’s policy and regulation and made aware of the individual’s rights under this
policy and regulation. In the event the Superintendent or designee receives a complaint
alleging discrimination or harassment based on gender/sex, gender identity, sexual
orientation, disability, or pregnancy, the Superintendent or designee shall follow the
procedures identified in the appropriate Board policies (e.g., Policy 4650 Sex
Discrimination and Sexual Harassment in the Workplace (Personnel), Policy 4625
Section 504/ADA (Personnel)), where applicable, rather than the complaint procedures
provided in this policy.

The complaint should state the:

A. Name of the complainant,
B. Date of the complaint,
C. Date(s) of the alleged harassment/discrimination,
D. Name(s) of the harasser(s) or discriminator(s),
E. Location where such harassment/discrimination occurred,
F. Names of any witness{(es) to the harassment/discriminaﬁon,
G. Detailed statement of the circumstances constituting the alleged

harassment/discrimination; and

H. Proposed remedy.

-6 -
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Any individual who makes an oral complaint of harassment or discrimination will be
provided a copy of this regulation and will be requested to make a written complaint
pursuant to the above procedure. If an individual is unable to make a written
complaint, the staff member receiving the oral compliaint will either reduce the
complaint to writing or assist the individual with completing the written complaint
form.

All complaints received by staff members are to be forwarded immediately to the
Superintendent or designee. Upon receipt of a complaint alleging harassment or
discrimination under this complaint procedure, the Superintendent or designee shall
promptly investigate the complaint. During the course of the investigation, the
investigator shall interview or consult with all individuals reasonably believed to have
relevant information, including the complainant, the alleged harasser/discriminator
(“respondent™), and any witnesses to the conduct. Complaints will be investigated
promptly within the timeframes identified below. Timeframes may be extended as
needed given the complexity of the investigation, availability of individuals with
relevant information and/or other extenuating circumstances. Confidentiality will be
maintained by all persons involved in the investigation to the extent possible, as
determined by the investigator.

Upon receipt of a written complaint of discrimination or harassment, the investigator
should:

1. Offer to meet with the complainant and respondent (if applicable) within ten
(10) business days (provided that such timeframe may be reasonably extended
based on the availability of necessary witnesses and/or participants, the
complexity of the investigation, and/or other extenuating circumstances) to
discuss the nature of the complaint, identify individuals the complainant
believes has relevant information, and obtain any relevant documents the
complainant may have;

2.  Provide the complainant and respondent (if applicable) with a copy of the
Board’s non-discrimination policy and accompanying regulations;

3.  Investigate the factual basis of the complaint, including, as applicable,
conducting interviews with individuals deemed relevant to the complaint;

4.  Conduct an investigation that is adequate, reliable, and impartial. Investigate
the factual basis for the complaint, including conducting interviews with
individuals with information and review of documents relevant fo the
complaint;

5.  Maintain confidentiality to the extent practicable throughout the investigative
process, in accordance with state and federal law;

-7 .
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Communicate the outcome of the investigation in writing to the complainant
and respondent (if any) (to the extent permitted by state and federal
confidentiality requirements), within thirty (30) business days (provided that
such timeframe may be reasonably exiended based on the availability of
necessary witnesses and/or participants, the complexity of the investigation,
and/or other extenuating circumstances) from the date the complaint was
received by the Superintendent’s office. The complainant and respondent (if
any) shall be notified of such extension. The written notice shall include a
finding whether the complaint was substantiated and if so, shall identify, to
the extent possible, how the district will remedy the discrimination or
harassment, adhering to the requirements of state and federal law;

If a complaint is made during summer recess, the complaint will be reviewed
and addressed as quickly as possible given the availability of staff and/or other
individuals who may have information relevant to the complaint, If fixed
timeframes cannot be met, the complainant and respondent (if any) will
receive notice and interim measures may be implemented as necessary (see
sub-paragraph 6);

Whenever allegations are verified, ensure that appropriate corrective action is
- taken (including, but not limited to, disciplinary action) aimed at preventing
the recurrence of the discrimination or harassment. Corrective action should
include steps to avoid continuing discrimination or harassment;

If either party to the complaint is not satisfied with the findings and
conclusions of the investigation, such party may present the complaint and
written outcome to the Superintendent within thirty (30) calendar days of
receiving the findings. Upon review of a written request from the party
requesting an appeal, the Superintendent shall review the investigative results
of the investigator and determine if further action and/or investigation is
warranted. Such action may include consultation with a designated
investigator (if applicable), complainant, and respondent (if any) and meeting
with appropriate individuals to attempt to resolve the complaint, or a decision
affirming or overruling a designated investigator’s conclusions or findings (if
applicable). The Superintendent shall provide written notice to the
complainant and respondent (if any) of the proposed actions within fifteen (15)
business days (provided that such timeframe may be reasonably extended
based on the availability of necessary witnesses and/or participants, the
complexity of the investigation, and/or other extenuating circumstances)
following the receipt of the written request for review.

Any employee also may file a complaint with the Office for Civil Rights, U.S.
Departinent of Education (“OCR”):

Office for Civil Rights, Boston Office
U.S. Department of Education

-

238833v23 © 2021 Shipman & Goodwin LLP. All rights reserved.




8th Floor

5 Post Office Square

Boston, MA 02109- 3921

(617-289-0111)
http://www2.ed.gov/about/offices/list/ocr/docs/howto, himl

Employees may also file a complaint regarding employment discrimination or
harassment with the Equal Employment Opportunity Commission:

Equal Employment Opportunity Commission, Boston Area Office
John F. Kennedy Federal Building

475 Government Center

Boston, MA 02203

(800-669-4000)

Employees may also file a complaint with the Connecticut Commission on Human
Rights and Opportunities:

Connecticut Commission on Human Rights and Opportunities

450 Columbus Blvd.

Hartford, CT 06103-1835

(860-541-3400 or Connecticut Toll Free Number 1-800-477-5737)

Anyone who has questions or concerns about these regulations, and/or who may
wish to request or discuss accommodations based on religion, may contact:

Human Resources Manager
Branford Public Schools
185 Damascus Road
Branford, CT 06405

(203) 315-7806
HR&@branfordschoois.ore

Anyone who has questions or concerns about the Board’s policies regarding
discrimination or harassment on the basis of gender/sex, gender identity, or sexual
orientation may contact the Board’s Title IX Coordinator:

Assistant Superintendent
Branford Public Schools

185 Damascus Road

Branford, CT 06405

(203) 315-7811
BPStitleY@hranfordschools org

Anyone who has questions or concerns about the Board’s policies regarding
discrimination or harassment on the basis of disability, and/or who may wish to request
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or discuss accommodations for a disability, may contact the Board’s Section 504/ADA
Coordinator;

For accommodations:

Human Resources Manager
Branford Public Schools
185 Damascus Road
Branford, CT 06405

{203) 315-7806
HR@branfordschools.ore

For concerns about discrimination or harassment:

Director of Student Services
Department of Student Services
12 Melrose Avenue

Branford, CT 06405
S504-ADA@branfordschools. ore

7/9/2021

- 10 -
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AT

DISCRIMINATION/HARASSMENT COMPLAINT FORM
{For complaints based on race, color, religion, age, sex, sexual orientation, marital
status, national origin, alienage, ancestry, disability, pregnancy, genetic
information, veteran status, or gender identity or expression)

O

Name of the complainant

Date of the complaint

Date of the alleged discrimination/harassment

Name or narmes of the discriminator(s) or harasser(s)

Location where such discrimination/harassment occurred

Name(s) of any witness(es) to the discrimination/harassment

Detailed statement of the circumstances constituting the alleged discrimination or
harassment
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Proposed remedy

6/28/2021

.
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Personnel 4600 P
NON-DISCRIMINATION

The Branford Board of Education (the “Board”) will not make employment
decisions (including decisions related to hiring, assignment, compensation, promotion,
demotion, disciplinary action and termination) on the basis of race, color, religion, age,
sex, marital status, sexual orientation, national origin, alienage, ancestry, disability,
pregnancy, genetic information, veteran status, gender identity or expression, status as
a victim of domestic violence, or any other basis prohibited by state or federal law
(“Protected Class”), except in the case of a bona fide occupational qualification.,

It is the policy of the Board that any form of discrimination or harassment on
the basis of an individual’s actual or perceived membership in a Protected Class,,
whether by students, Board employees, Board members or third parties subject to the
contro] of the Board, is prohibited in the Public Schools (the
“District”). The Board’s prohibition of discrimination or harassment in its educational
programs or activities expressly extends to academic, nonacademic and exfracurricular
activities, including athletics.

The Board will not discriminate against any employee or applicant for
employment solely on the basis of the individual’s erased criminal history record
information, as defined in Conn. Gen. Stat, § 46a-80a.

The Board further prohibits reprisal or retaliation against any individual who
reports incidents in good faith that may be a violation of this policy, or who participates
in the investigation of such reports,

Discrimination and/or harassment against any individual on the basis of that
individual’s association with someone in a Protected Class may also be considered a
form of Protected Class discrimination and/or harassment, and is therefore prohibited
by this policy.

I.  Definitions:
The following definitions apply for purposes of this policy:
A. Discrimination

With respect to employees, it is illegal for employers to treat employees

differently in relation to hiring, discharging, compensating, or providing the terms,

conditions, and privileges of employment because of such employee’s actual or
perceived membership in a Protected Class.
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B. Harassment

Harassment is a form of Protected Class discrimination that is prohibited by law
and by this policy. Harassment is unwelcome conduct that is based on an employee’s
actual or perceived membership in a Protected Class. Harassment constitutes unlawful
discrimination when 1) enduring the offensive conduct becomes a condition of
continued employment, or 2) the conduct is severe or pervasive enough to create a
work environment that a reasonable person would consider intimidating, hostile, or
abusive,

Although not an exhaustive list, the following are examples of the types of
conduct that may be considered Protected Class harassment and can lead to an
intimidating, hostile, or abusive environment, and are therefore prohibited by this
policy:

o objectively offensive racial, ethnic, or religious epithets (or epithets
commonly associated with any Protected Class membership);

e other words or phrases commonly considered demeaning or degrading on
the basis of Profected Class membership;

e display of images or symbols commonly associated with discrimination
against individuals on the basis of their membership in a Protected Class;

e graphic, writlen or electronic communications that are harmful or
humiliating based on Protected Class membership;
bigoted conduct or communications; or

e physical, written, electronic or verbal threats based on Protected Class
membership.

Harassment does not have to include intent to harm, be directed at a specific target, or
involve repeated incidents.

Sexual harassment is a form of harassment that is prohibited by law and Board Policy
4650 Policy Regarding Prohibition of Sex Discrimination and Sexual Harassment in the
Workplace (Personnel}. For more information regarding harassment based on sex,
sexual orientation, or gender identity or expression, contact the District’s Title IX
Coordinator at:

RPS District Title IX Coordinator
Assistant Superintendent
185 Damascus Road
Branford, CT 06405
bpstileS@hranfordschools.ore
(203) 315-7816.

-2 -
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C. Genetic Information

The genes, gene products, or inherited characteristics that may derive from an
individual or a family member. “Genetic information” may also include an individuals’
family medical history, the results of an individual’s or family member’s genetic tests,
the fact that an individual or an individual’s family member sought or received genetic
services, and genetic information of a fetus carried by an individual or an individual’s
family member or an embryo lawfully held by an individual or family member
receiving assistive reproductive services.

D. Veteran

A “veteran” is any person honorably discharged from, released under honorable
conditions from or released with an other than honorable discharge based on a
qualifying condition from active service in, the United States Army, Navy, Marine
Corps, Coast Guard and Air Force and any reserve component thereof, including the
Connecticut National Guard. “Qualifying condition” means (A) a diagnosis of
post-traumatic stress disorder or traumatic brain injury made by an individual licensed
to provide health care services at a United States Department of Veterans Affairs
facility, (B) an experience of military sexual trauma disclosed to an individual licensed
to provide health care services at a United States Department of Veterans Affairs
facility, or (C) a determination that sexual orientation, gender identity, or gender
expression was more likely than not the primary reason for an other than honorable
discharge, as determined in accordance with Conn. Gen. Stat, §§ 27-103(c), (d).

E. Gender identity or expression

“Gender identity or expression” refers to a person's gender-related identity,
appearance or behavior, whether or not that gender-related identity, appearance or
behavior is different from that traditionally associated with the person's physiology or
assigned sex at birth, which gender-related identity can be shown by providing evidence
including, but not limited to, medical history, care or treatment of the gender-related
identity, consistent and uniform assertion of the gender-related identity or any other
evidence that the gender-related identity is sincerely held, part of a person's core
identity or not being asserted for an improper purpose.

I£. Race

The term“race” is inclusive of ethnic traits historically associated with race,
including but not limited to, hair fexture and protective hairstyles. “Protective
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hairstyles” includes, but is not limited to, wigs, headwraps and hairstyles such as
individual braids, cornrows, locs, twists, Bantu knots, afros and afro puffs.

G. Domestic violence

The term domestic violence means (1) a continuous threat of present physical
pain or physical injury against a family or household member, as defined in Conn. Gen.
Stat. § 46b-38a; (2) stalking, including but not limited to, stalking as described in
Conn. Gen. Stat. § 53a-181d, of such family or household member; (3) a pattern of
threatening, incinding but not limited to, a pattern of threatening as described in Conn.
Gen. Stat. § 53a-62, of such family or household member or a third party that
intimidates such family or household member; or (4) coercive control of such family or
household member, which is a pattern of behavior that in purpose or effect
unreasonably interferes with a person's free will and personal liberty. “Coercive
control” includes, but is not limited to, unreasonably engaging in any of the following:
(a) isolating the family or household member from friends, relatives or other sources of
support; (b) depriving the family or household member of basic necessities; (c)
controlling, regulating or monitoring the family or household member's movements,
communications, daily behavior, finances, economic resources or access to services; (d)
compelling the family or household member by force, threat or intimidation, including,
but not limited to, threats based on actual or suspected immigration status, to (i) engage
in conduct from which such family or household member has a right to abstain, or (ii)
abstain from conduct that such family or household member has a right to pursue; (e)
committing or threatening to commit cruelty to animals that intimidates the family or
household member; or (f) forced sex acts, or threats of a sexual nature, including, but
not limited to, threatened acts of sexual conduct, threats based on a person's sexuality
or threats to release sexual images.

I.  Reporting:

It is the policy of the Board to provide for the prompt and equitable resolution
of complaints alleging Protected Class discrimination or harassment.

Any employee who believes and employee has experienced Protected Class
discrimination or harassment or an act of retaliation or reprisal in violation of this
policy should report such concern in writing to the BPS Human Resources Manager at
HR@branfordschools. org in accordance with the Board’s complaint procedures
incinded in the Board’s Administrative Regulations Regarding
Non-Discrimination/Personnel which accompany this policy and are available online at
www, branfordschools org or upon request {rom the main office of any District school.

Emplovees are encouraged to report incidents of alleged Protecied Class
discrimination, harassment, or refaliation immediately.

_4-
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If a complaint involves allegations of discrimination or harassment based on
sexual orientation, pregnancy, or gender identity or expression, such complaints will be
handled in accordance with the procedures set forth in Board Policy 4650 Sex
Discrimination and Sexual Harassment in the Workplace (Personnel).

If a complaint mvolves allegations of discrimination or harassment based on
disability, such complaints will be addressed in accordance with the procedures set
forth in Board Policy 4625 Section 504/ADA (Personnel)).

In the event conduct reported as Protected Class discrimination and/or
harassment allegedly violates more than one policy, the Board will coordinate any
investigation in compliance with the applicable policies.

District employees are required to report incidents of alleged student-to-student
and employee-to-student discrimination, harassment or retaliation that may be based on
a Protected Class, when District employees witness or of which they have received
reports or information, whether such incidents are verbal or physical or amount to
discrimination, harassment or retaliation in other forms. Reports should be made to the

Assistant Superintendent
185 Damascus Road
Branford, CT 06405

bpstitleY@branfordschools ore
(203) 315-7816.

In addition to reporting to the Board, any employee also may file a complaint
with the following:

Office for Civil Rights, U.S. Department of Education (“OCR”):

Office for Civil Rights, Boston Office

U.S. Department of Education

8th Floor

5 Post Office Square

Boston, MA 02109- 3921

(617-289-0111)
http://www2.ed.gov/about/offices/list/ocr/docs/howto. html

Equal Employment Opportunity Commission:

Equal Employment Opportunity Commission, Boston Area Office
John F. Kennedy Federal Building

475 Government Center

Boston, MA 02203

(800-669-4000)

-5
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Connecticut Commission on Human Rights and Opportunities:

Connecticut Commission on Human Rights and Opportunities

450 Columbus Blvd.

Hartford, C'T 06103-1835

(860-541-3400 or Connecticut Toll Free Number 1-800-477-5737)

Anyone who has guestions or concerns about this policy, and/or who may wish
to request or discuss accommodations based on religion, and/or who would like a copy
of the Board’s complaint procedures or complaint forms related to claims of
discrimination or harassment, may contact:

Human Resources Manager
Branford Public Schools
185 Damascus Road
Branford, CT 06403

(203) 315-7806
HR@hranfordschools.org

Anyone who has questions or concerns about the Board’s policies regarding
discrimination or harassment on the basis of gender/sex, gender identity, or sexual
orientation may contact the Board’s Title IX Coordinator:

Assistant Superintendent
Branford Public Schools

185 Damascus Road

Branford, CT 06405

(203) 315-7811
BEStteb@mbranfordschools, org

Anyone who has questions or concerns about the Board’s policies regarding
discrimination or harassment on the basis of disability, and/or who may wish to request

or discuss accommodations for a disability, may confact the Board’s Section 504/ADA
Coordinator:

Director of Student Services
Department of Student Services
12 Melrose Avenue

Branford, CT 06405
S04-ADA@branfordschools.org

Legal References:

Title VI of the Civil Rights Act of 1964, 42 U.S.C. § 2000d et seq.
Title VII of the Civil Rights Act of 1964, 42 U.5.C. § 2000e et seq.
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Title IX of the Education Amendments of 1972, 20 U,S.C. § 1681 ef seq,
Age Discrimination in Employment Act, 29 U.S.C. § 621 et seq.
Americans with Disabilities Act, 42 U.S.C. § 12101
Section 504 of the Rehabilitation Act of 1973, 20 U.S.C. § 704
Title 11 of the Genetic Information Nondiscrimination Act of 2008,
Pub.L.110-233, 42 U.S.C. § 2000ff; 29 CFR 1635.1 et seq.
Connecticut General Statutes § 1-1n, “Gender Identity or Expression”
defined
Connecticut General Statutes § 10-153, Discrimination on the basis of
sex, gender or expression or marital status prohibited
Connecticut General Statutes § 27-103
Connecticut General Statutes § 31-511
Connecticut General Statutes § 46a-51, Definitions
Connecticut General Statutes § 46a-58, Deprivation of rights
Connecticut Fair Employment Practices Act, Connecticut General
Statutes § 46a-60
Connecticut General Statutes § 46a-80a
Connecticut General Statutes § 46a-81a, Sexual orientation
discrimination: Definitions
Connecticut General Statutes § 46a-81c, Sexual orientation
discrimination: Employment
Connecticut General Statutes § 46b-1, Family relations matters and
domestic violence defined
Public Act No. 22-82, “An Act Concerning Online Dating Operators,
the Creation of a Grant Program to Reduce Occurrences of Online
Abuse and the Provision of Domestic Violence Training and
Protections for Victims of Domestie Violence™

ADOPTED: 10-19-2022
REVISED:

515423
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Personnel 4600R

ADMINISTRATIVE REGULATIONS REGARDING DISCRIMINATION
COMPLAINTS (PERSONNEL)

‘The Branford of Education (the “Board”) will not make employment decisions
{(including decisions related to hiring, assignment, compensation, promotion, demotion,
disciplinary action and termination) on the basis of race, color, religion, age, sex,
marital status, sexual orientation, national origin, alienage, ancestry, disability,
pregnancy, genetic information, veteran status, gender identity or expression is
forbidden, status as a victim of domestic violence, or any other basis prohibited by state
or federal law (“Protected Class”), except in the case of a bona fide occupational
qualification.

It is the policy of the Board that any form of discrimination or harassment on the basis
of an individual’s actual or perceived membership in a Protected Class, whether by
students, Board employees, Board members or third parties subject to the control of the
Board, is prohibited in the Branford Public Schools (“the District”). Students, Board
employees, Board members and third parties are expected to adhere to a standard of
conduct that is respectful of the rights of all members of the school community.

It is also the express policy of the Board to provide for the prompt and equitable
resolution of complaints alleging Protected Class discrimination or harassment. The
District will investigate both formal and informal complaints of discrimination,
harassment or refaliation.

Although not an exhaustive list, the following are examples of the types of conduct that
may be considered Protected Class harassment and can lead to a hostile environment,
and are therefore prohibited:

e objectively offensive racial, ethnic, or religious epithets (or epithets
commonly associated with any Protected Class membership);

e other words or phrases commonly considered demeaning or degrading on
the basis of Protected Class membership;

e display of images or symbols commonly associated with discrimination
against individuals on the basis of their membership in a Protected Class;

e graphic, written or electronic communications that are harmful or
humiliating based on Protected Class membership;

e bipoted conduct or communications; OR

e physical, written, electronic or verbal threats based on Protected Class
membership.

Harassment does not have to include intent to harm, be directed at a specific target, or
involve repeated incidents.
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Any employee who believes an employee has experienced Protected Class
discrimination or harassment or an act of retaliation or reprisal in violation of Board
policy should report such concern in writing to the BPS IHuman Resources Manager at
HR@branfordschools. org in accordance with the Board’s complaint procedures
included in these Administrative Regulations Regarding
Non-Discrimination/Personnel.

If a complaint involves allegations of discrimination or harassment based on sex, sexual
orientation, pregnancy, or gender identity or expression, such complaints will be
handled in accordance with the procedures set forth in Board Policy 4650 Sex
Discrimination and Sexual Harassment in the Workplace (Personnel).

If a complaint involves allegations of discrimination or harassment based on disability,

such complaints will be addressed in accordance with the procedures set forth in Board
Policy 4625 Section 504/ADA (Personnel)).

In the event conduct reported as Protected Class discrimination and/or harassment

allegedly violates more than one policy, the Board will coordinate any investigation in
compliance with the applicable policies.

Preferably, complaints should be filed within thirty (30) calendar days of the alleged
occurrence. Timely reporting of complaints facilitates the investigation and resolution
of such complaints. The District will investigate such complaints prompily and
equitably, and will take corrective action when allegations are verified.

The District will not tolerate any reprisals or retaliation that occur as a result of the
good faith reporting of charges of Protected Class discrimination or harassment. The
Board further prohibits reprisal or retaliation against any individual who participates in
the investigation of reports of alleged Protected Class harassment/discrimination. Any
such reprisals or retaliation will result in disciplinary action against the retaliator, and
other corrective actions as appropriate.

The District will periodically provide staff development for District administrators and
periodically distribute the Non-Discrimination policy and the implementing
administrative regulations to staff and students in an effort to maintain an environment
free of hdiscrimination and harassment.

Complaint Procedure

As soon as an individual feels that they, or another employee has been subjected to
Protected Class discrimination or

harassment, the individual should make a written complaint to the Superintendent or
designee.
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Complaints pertaining to the Superintendent should be filed with the Board Chair.
Complaints pertaining to any Board members other than the Board Chair should be filed
with the Board Chair. Complaints pertaining to the Board Chair should be filed with the
Board Vice-Chair. In all cases, the individual receiving the complaint shall take
appropriate steps to cause the matter to be investigated in a manner consistent with the
Board’s non-discrimination policy and regulation. If any party to the complaint is not
satisfied with the findings and conclusions of an investigation in which the
Superintendent or a member of the Board is the respondent, within (30) calendar days
of receiving the findings, such party may present the complaint and written outcome to
the Board Chair {or, if initiaily presented by the Board Chair, the Board Vice Chair),
who will take appropriate steps to cause the matter to be reviewed in a manner
consistent with the Board’s non-discrimination policy and regulation. Such sieps may
melude retention of an independent investigator different from the investigator who
investigated the complaint,

The individual who is alleged to have experienced Protected Class
discrimination/harassment (the “complainant™) and any individual accused of Protected
Class discrimination/harassment (the “respondent™) (if applicable) will be provided a
copy of the Board’s policy and regulation and made aware of the individual’s rights
under this policy and reguiation. In the event the Superintendent or designee receives a
complaint alleging discrimination or harassment based on sex, sexual orientation,
pregnancy, or gender identity or expression, the Superintendent or designee shall
follow the procedures identified in Board Policy 4650 Sex Discrimination and Sexual
Harassment in the Workplace (Personnel).

In the event the Superintendent or designee receives a complaint alleging discrimination
or harassment based on disability, the Superintendent or designee shall follow the

procedures identified in Board Policy 4625 Section 504/ADA (Personnel)).

The complaint should state the:

A. Name of the complainant,

B. Date of the complaint,

C. Date(s) of the alleged harassment/discrimination,

D. Name(s) of the harasser(s) or discriminator(s),

E. Location where such harassment/discrimination occurred,

F. Names of any witness(es) to the harassment/discrimination,

G. Detailed statement of the circumstances constituting the alleged

harassment/discrimination; and
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H. Proposed remedy.

Any individual who makes an oral complaint of discrimination or harassment will be
provided a copy of this regulation and will be requested to make a written complaint
pursuant to the above procedure. If an individual is unable to make a written
complaint, the employee receiving the oral complaint will either reduce the complaint to
writing or assist the individual with completing the written complaint form.

All complaints received by employees are to be forwarded immediately to the
Superintendent or designee. Upon receipt of a complaint alleging discrimination or
harassment under this complaint procedure, the Superintendent or designee shall
promptly investigate the complaint. During the counrse of the investigation, the
investigator shall interview or consult with all individuals reasonably believed to have
relevant information, including the complainant, the reporter (if different from the
complainant),the respondent, and any witnesses to the conduct. Complaints will be
investigated promptly within the timeframes identified below. Timeframes may be
extended as needed given the complexity of the investigation, availability of individuals
with relevant information and/or other extenuating circumstances. Confidentiality will
be maintained by all persons involved in the investigation to the extent possible, to the
extent consistent with due process, as determined by the investigator.

Upon receipt of a written complaint of discrimination or harassment, the investigator
should:

1. Offer to meet with the complainant and respondent (if applicable) within ten
(10) business days (provided that such timeframe may be reasonably extended
based on the availability of necessary witnesses and/or participants, the
complexity of the investigation, and/or other extennating circumstances) to
discuss the nature of the complaint, discuss the availability of interim
measures, identify individuals the complainant or respondent believes has
relevant information, and obtain any relevant documents the complainant or
respondent may have;

2. Provide the complainant and respondent (if applicable) with a copy of the
Board’s non-discrimination policy and accompanying regulations;

3. Conduct an investigation that is adequate, reliable, and impartial. Investigate
the factual basis of the complaint, including, as applicable, conducting
interviews with the parties to the complaint and any relevant witnesses or
other individuals deemed relevant to the complaint;

4.  Review any records, notes, statements, or other documents relevant to the

complaint;
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10.

Maintain confidentiality to the extent practicable throughout the investigative
process, in accordance with sfate and federal law;

Complete a final investigation report that includes: (i) a findings of fact based
on the evidence gathered; (ii) for each allegation, the conclusion(s) and
reasoning(s) as to whether the discrimination or harassment occurred; and (iii)
for any individual(s) found to have engaged in discrimination or harassment, a
broad statement of consequences imposed (to the extent permitted by state and
federal confidentiality requirements) (i.e. “Consequences were imposed.”).

Communicate the outcome of the investigation in writing to the complainant
and respondent (if any) (to the extent permitted by state and federal
confidentiality requirements), within thirty (30) business days (provided that
such timeframe may be reasonably extended based on the availability of
necessary witnesses and/or parficipants, the complexity of the investigation,
and/or other extenuating circumstances) from the date the complaint was
received by the Superintendent’s office. The complainant and respondent (if
any) shall be notified of such extension. The written notice shall include a
finding whether the complaint was substantiated and if so, shall identify, to
the extent possible, how the District will remedy the discrimination or
harassment, adhering to the requirements of state and federal Iaw;

If a complaint is made during summer recess, the complaint will be reviewed
and addressed as quickly as possible given the availability of employees
and/or other individuals who may have information relevant to the complaint,
If fixed timeframes cannot be met, the complainant and respondent (if any)
will receive notice and interim measures may be implemented as necessary
(see sub-paragraph 6);

Whenever allegations are verified, ensure that appropriate corrective action is
taken (including, but not limited to, disciplinary action) aimed at preventing
the recurrence of the discrimination or harassment, Corrective action should
include steps to avoid continuing discrimination or harassment;

If either a complainant or respondent is not satisfied with the findings and
conclusions of the investigation, such party may present the complaint and
written outcome to the Superintendent within thirty (30) calendar days of
receiving the findings, Upon review of a written request from the party
requesting an appeal, the Superintendent shall review the investigative results
of the investigator and determine if further action and/or investigation is
warranted. Such action may include consultation with a designated
investigator (if applicable), complainant, and respondent (if any) and meeting
with appropriate individuals to attempt to resolve the complaint, or a decision
affirming or overruling a designated investigator’s conclusions or findings (if
applicable). The Superintendent shall provide written notice to the
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complainant and respondent (if any) of the proposed actions within thirty (30)
business days (provided that such timeframe may be reasonably extended
based on the availability of necessary witnesses and/or participants, the
complexity of the nvestigation, and/or other extenuating circumstances)
following the receipt of the written request for review.

If the District makes a finding of discrimination, harassment or retaliation, the District
will take appropriate remedial action designed to 1) eliminate the
discriminatory/harassing conduct, 2) prevent its recurrence, and 3) address its effects
on the complainant and any other affected individuals. Examples of appropriate action
may include:

(a) Interventions for the individual who engaged in the
discrimination/harassment, such as supervisor notification, discipline, or
training.

(b) Follow-up inquiries with the complainant and witnesses to ensure that the
diseriminatory/harassing conduct has stopped and that they have not
experienced any retaliation.

(c) Training or other interventions for the larger school community to ensure
that students, staff, and parents understand the types of behavior that
constitute discrimination/harassment, that the District does not tolerate it,
and how to report it.

In addition to reporting to the Board, any employee also may file a complaint with the
following:

Office for Civil Rights, U.S. Department of Education (“OCR”):

Office for Civil Rigits, Boston Office

U.S. Department of Education

8th Floor

5 Post Office Square

Boston, MA 02109- 3921

(617-289-0111)
http://www2.ed.gov/about/offices/list/ocr/docs/howto . htm]

Equal Employment Opportunity Commission:

Equal Employment Opportunity Commission, Boston Area Office
John F. Kennedy Federal Building

475 Government Center

Boston, MA 02203

(800-669-4000)

Connecticut Commission on Human Rights and Opportunities:
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Connecticut Commission on Human Rights and Opportunities

450 Columbus Blvd.

Hartford, CT 06103-1835

(860-541-3400 or Connecticut Toli Free Number 1-800-477-5737)

Anyone who has questions or concerns about these regulations, and/or who may
wish to request or discuss accommodations based on religion, may contact:

Human Resources Manager
Branford Public Schools
185 Damascus Road
Branford, CT 06405

(203) 315-7806
HRE@hranfordschools. org

Anyone who has questions or concerns about the Board’s policies regarding
discrimination or harassment on the basis of gender/sex, gender identity, or sexual
orientation may contact the Board’s Title IX Coordinator:

Assistant Superintendent
Branford Public Schools

185 Damascus Road

Branford, CT 06405

(203) 315-7811
BPStitle9@branfordschools.org

Anyone who has questions or concerns about the Board’s policies regarding
discrimination or harassment on the basis of disability, and/or who may wish to request

or discuss accommodations for a disability, may contact the Board’s Section 504/ADA
Coordinator:

For accommodations:

Human Resources Manager
Branford Public Schools
185 Damascus Road
Branford, CT 06405

(203) 315-7806
HE@@hranfordschools, ors

For concerns about discrimination or harassment:

Director of Student Services
Department of Student Services
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12 Melrose Avenue
Branford, CT 06405
std-ADA@branfordschonle ore

5/11/2023
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DISCRIMINATION/HARASSMENT COMPLAINT FORM
(For complaints based on race, color, religion, age, marital status, national origin,
alienage, ancestry, genetic information, veteran status, or status as a victim of
domestic violence)

Name of the complainant

Date of the complaint

Date of the alleged discrimination/harassment

Name or names of the alleged discriminator(s) or harasser(s)

Location where such discrimination/harassment occurred

Name(s) of any witness(es) to the discrimination/harassment

Detailed statement of the circumstances constituting the alleged discrimination or
harassment

Proposed remedy

5/11/2023

238833v25 © 2023 Shipman & Goodwin LLP. All rights reserved.



